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CHAPTER  I 


INTRODUCTION 


Background 

With  the  demise  of  the  draft  in  1973,  the  United 
States  Military  entered  a  new  era  characterized  by  the  All 
Volunteer  Force  (AVF).  With  increased  reliance  on  volunteers 
to  provide  the  required  manpower  for  the  nation's  military 
services,  the  problem  of  "strength  maintenance"  became  a 
paramount  issue.  The  main  presumption  of  the  AVF  was  that, 
with  longer-term  enlistments  and  professional ly  committed 
service  members,  personnel  turnover  would  be  greatly  reduced 
(Moskos,  1977}.  This  has  not  been  the  case,  resulting  in  a 
structural  weakening  of  the  United  States  defense  capability 
("AFA  Policy  Paper,"  1979). 

Traditionally,  a  military  man  or  woman  who  reenlisted 
or  an  officer  who  elected  to  stay  on  past  his  or  her  initial 
obligation  was  likely  to  be  a  careerist  ("AFA  Policy  Paper," 
1979).  This  Is  no  longer  true.  Trained  middle  managers, 
currently  the  layered  area  where  the  greatest  manpower  short¬ 
ages  exist  in  the  Air  Force  (AF),  are  departing  In  increasing 
numbers.  Recruitment  and  retention  problems  now  affect  the 
entire  spectrum  of  manpower*,  both  officer  and  enlisted. 
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The  severity  of  recruiting  and  retention  problems  has 
been  less  for  the  AF  than  the  other  services  ("AFA  Policy 
Paper,"  1979).  Nevertheless,  the  AF  faces  the  most  serious 
manpower  problems  in  its  history  C“AFA  Policy  Paper,"  1979). 
Among  officers,  the  most  critical  retention  problems  are  with 
pilots,  navigators,  scientists  and  engineers,  and  medical 
personnel . 

For  the  past  few  years,  AF  pilots  and  navigators  have 
been  leaving  the  military  in  record  numbers  as  they  opt  for 
more  lucrative  jobs  in  private  tndustry  (Davis,  1981).  Cur¬ 
rent  retention  rates  are  42  percent  for  pilots  and  62  percent 
for  navigators,  resulting  in  projected  shortages  for  Fiscal 
Year  (FY)  83  of  1732  and  865  persons  respectively  ("Officer 
Retention  Up,"  1981).  Despite  recent  improvements  in  military 
compensation  and  a  decrease  in  the  number  of  attractive  civil¬ 
ian  jobs,  shortages  of  rated  members  remain. 

Scientific  and  Engineering  (S&E)  officers  are  in  great 
demand  for  their  expertise  in  both  the  Air  Force  and  the 
civilian  marketplace.  Many  Jobs  in  private  industry  typically 
tend  to  offer  much  better  salaries  and  benefits  than  the  mil¬ 
itary.  The  S&E  officer  shortage  is  presently  reducing  America's 
military  preparedness  and  may  eliminate  our  technological  edge 
over  the  Soviet  Union  (Scientist  Shortage,"  1982).  This  short¬ 
age  has  also  caused  a  severe  drop  in  the  experience  level  among 
active  duty  S&E  officers.  Currently  there  is  a  shortage  of 
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middle  managers  (Captains  and  above}  and  an  overage  among  the 
relatively  Inexperienced  Lieutenants  (Gates,  1980}.  The 
present  retention  rate  for  SAE  officers  is  47  percent  and  a 
shortage  of  1127  SAE  officers  is  predicted  in  FY  83.  The 
greatest  shortages  are  in  Developmental  Engineering,  Communi- 
cations-El ectroni cs ,  and  Civil  Engineering.  In  a  comprehen¬ 
sive  study  ordered  by  the  Undersecretary  of  Defense  Research 
and  Engineering,  it  was  predicted  that  the  national  shortfall 
of  engineers  will  total  114,000  over  the  next  ten  years 
(“Scientist  Shortage,"  1982}. 

Air  Force  physicians  are  also  in  short  supply  due  to 
the  attractiveness  of  higher  paying  civilian  jobs.  Currently, 
the  AF  is  experiencing  manning  problems  in  eleven  medical 
specialties.  Of  these  the  most  severe  shortages  are  in  Surgery, 
Urology,  Hematology/Oncol ogy ,  Rheumatology,  and  Neonatology. 

In  these  areas  shortages  range  from  26  to  27  percent  of  author¬ 
ized  manning  (Bircher,  1981). 

In  the  enlisted  ranks,  recruiting  and  retention  prob¬ 
lems  are  distributed  across  many  skills  and  grades,  especially 
in  the  five  and  seven  skill  levels.  In  some  areas  the  short¬ 
ages  have  seriously  impaired  the  ability  of  the  Air  Force  to 
accomplish  its  primary  mission,  defense  of  the  United  States 
and  its1  allies.  For  example  80  percent  of  the  current 
shortage  of  11,300  are  in  the  Aircraft  Maintenance  Air  Force 
Specialty  Codes  (AFSCs)  (Newman,  1981}.  The  Air  Force  maintains 
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a  Chronic  Critical  Shortage  (CCS}  list  which  Includes  those 
AFSCs  deemed  to  be  critically  short  of  people,  thus  signifi¬ 
cantly  impacting  mission  capability.  Presently  there  are  65 
AFSCs  on  the  CCS  list  (Newman,  1981). 

In  a  recent  Airman  Exit  Report  Survey  conducted  by 
AF  Military  Personnel  Center  (AF  MPC},  1Q52  airmen  leaving 
the  service  between  January  and  March  1981  reported  their 
reasons  for  separating  (“Air  Force  Military  Center,*  1981). 
Eighty  percent  of  those  exiting  were  first  term  airmen  and 
67  percent  of  these  airmen  were  in  the  grade  of  E-4.  The 
report  indicated  three  dominant  Issues  contributing  to  the 
separation  decision:  perceived  higher*  pay  in  civilian  jobs, 
dissatisfaction  with  AF  pay,  and  low  job  satisfaction. 

The  increasing  awareness  of  the  "plight"  of  the 
military  and  its  effect  on  national  security  has  resulted  In 
Congressional  and  Presidential  efforts  aimed  at  Improving 
recruiting  and  retention.  General  Lew  Allen,  Jr.,  USAF  Chief 
of  Staff  made  the  following  comments: 

It  is  clear  that  the  nation  paid  a  severe  price. 

In  the  form  of  losses  of  experienced  personnel,  for 
allowing  military  pay  to  erode  to  levels  unacceptable 
for  many  career  servicemen.  I  hope  that  this  lesson 
has  been  well  understood  and  that  the  needs  of  military 
members  and  their  families  will  be  better  tended... 

This  renewed  public  interest  has  been  demonstrated  by 
the  present  Administration's  commitment  to  rebuild  the 
American  defenses.  These  commitments  are  reflected  In 
the  large  scale  defense  Improvements  currently  being 
initiated.  The  first  and  foremost  priority  must  be 
oriented  toward  attracting  and  retaining  quality  people. 
Dedicated  and  committed  professionals  are  the  essential 
foundation  of  a  strong  and  ready  combat  force  (Allen,  1981). 
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Despite  a  new  awareness  of  military  retention  problems 


at  executive  levels,  and  despite  new  programs  and  incentives, 
projections  call  for  continued  shortages  in  many  critical  areas. 
As  new  and  more  complicated  weapon  systems  enter  the  inventory, 
the  demand  for  the  quality  and  number  of  people  to  operate 
and  maintain  them  will  increase.  In  order  to  meet  the  increased 
requirements  of  the  future,  the  Air  Force  will  have  to  achieve 
extraordinary  retention  and  recruiting  levels  and  receive 
support  from  all  levels  of  government. 

Probl em  Statement  and  Research  Objectives 

An  urgent  need  exists  to  determine  the  causes  of  quali¬ 
fied  officer  and  enlisted  personnel  turnover  in  the  Air  Force. 
For  our  purposes,  career  decision  is  defined  as  the  decision 
to  voluntarily  remain  In  or  withdraw  from  a  military  career. 
Therefore,  the  objectives  of  this  study  will  be  to:  CD  deter¬ 
mine  the  factors  that  have  influenced  the  career  decision  of 
qualified  officers;  specifically  pilots,  navigators,  scientists 
and  engineers,  and  medical  personnel;  (2)  determine  the  factors 
that  have  influenced  the  career  decision  of  qualified  enlisted 
personnel  in  certain  aircraft  maintenance  specialities;  (3) 
identify  what  factors  within  each  of  the  above  personnel  cat¬ 
egories  have  changed  between  1977  and  1980;  and  (4)  make 
recommendations  based  on  the  findings  on  this  study. 


Justification  for  the  Research 

One  of  the  main  presumptions  of  the  ATT  Volunteer 
Force  was  that,  with  longer  term  enlistments  and  profession¬ 
ally  committed  service  members,  there  would  be  less  personnel 
turnover  than  in  a  military  system  which  was  heavily  reliant 
on  conscriptees  and  draft  motivated  volunteers  (Mosfcos,  1977). 
This  has  not  been  the  case.  The  trend  has  been  just  the  oppo¬ 
site,  involving  low  recruitment  rates  and  increasingly  higher 
turnover  rates.  When  viewed  in  relation  to  our  nation's 
declining  manpower  pool,  the  problem  Intensifies. 

It  is  estimated  by  1985  that  the  number  of  eighteen- 
year-old  males  will  have  declined  by  more  than  300,000,  which 
is  15  percent  less  than  in  1976.  By  1992,  the  decline  Is 
projected  to  be  more  than  500,000,  which  is  25  percent  fewer 
than  in  1976  (Davis,  1981).  This  means  the  Department  of 
Defense  (DOD)  will  be  in  greater  competition  with  industry, 
thus  generating  more  complex  demands  on  our  nation's  armed 
forces  in  the  coming  years.  It  is  essential  to  gain  an  under¬ 
standing  of  those  factors  contributing  to  this  unacceptable 
level  of  military  attrition  in  critical  officer  and  enlisted 
areas. 

Assumptions  and  Limitations 

Assumptions .  The  assumptions  on  which  this  research 
is  based  include  the  following; 

Assumption  1.  Career  intent  is  dependent  on  a 


relatively  small  number  of  variables  which  can  be  isolated 
from  a  large  set  of  variables  by  statistical  analysis. 

Assumption  2.  The  survey  respondents  were  responsible 
people  and  their  responses  to  the  survey  questions  were  honest, 
valid,  and  unbias. 

Assumption  3.  Those  completing  and  returning  the 
survey  are  representative  of  the  total  Air  Force  population. 
Most  of  the  personnel  categories  involved  in  this  study  were 
represented  by  sample  sizes  in  excess  of  100,  which  should 
negate  most  of  the  problems  associated  with  small  samples 
(n<100} . 

Limitations .  As  with  any  research  effort,  this  one 
may  be  affected  by  certain  limitations.  One  limitation 
results  from  the  fact  that  survey  respondents  can  only 
answer  the  questions  asked  with  the  response  alternatives 
provided.  These  answers  may  not  reflect  the  respondent's 
exact  or  true  feeling,  attitude,  or  opinion. 

Although  most  of  the  personnel  categories  studied 
were  represented  by  large  sample  sizes  (n>10Q),  there  were 
exceptions.  From  a  total  of  16  samples  (eight  categories 
for  each  of  two  years,  1977  and  1980),  eight  samples  were 
small  (n<100).  Chapter  III  delineates  the  method  employed 
to  minimize  some  of  the  problems  associated  with  small 
sample  sizes. 
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Individuals  taking  the  survey  were  guaranteed  ano¬ 
nymity.  While  advantageous  as  an  inducement  for  open,  frank, 
and  honest  responses,  it  prohibited  any  follow-up  data  collec¬ 
tion,  i.e.,  did  the  member  leave  or  stay  in  the  service? 
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CHAPTER  rr 


LITERATURE  REVIEW 


Introduction 

People  join  organizations  for  many  reasons  and  often 
withdraw  from  these  organizations  for  equally  as  many  reasons 
(LaRocco,  1977).  In  the  study  of  organizational  science, 
turnover  is  categorized  as  a  type  of  withdrawal  behavior 
resulting  in  an  individuals  complete  separation  from  an  organ¬ 
ization  (Albanese,  1981).  This  study  focuses  on  voluntary, 
self-initiated  turnover  rather  than  on  organization-initiated 
terminations.  Price  defines  voluntary  turnover  as,  "...indi¬ 
vidual  movement  across  the  membership  boundary  of  a  social 
system  which  is  initiated  by  the  individual"  (Price,  1977). 

In  the  context  o'  this  study,  the  term  "turnover"  will  be 
synonymous  with  voluntary  turnover. 

Due  to  the  significant  impact  on  the  organization, 
turnover  has  been  the  topic  of  many  research  studies  (LaRocco, 
1977;  Martin,  1979,  1980;  Mobley,  et  al.,  1978).  Most  of  these 
studies  examined  the  various  factors  causing  turnover.  Gener¬ 
ally,  turnover  has  a  negative  effect  on  the  organization 
(Lawler,  1971).  Additional  expense  and  loss  in  productivity 
often  result  since  replacements  must  be  recruited,  trained. 
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and  given  time  to  gain  proficiency  on  the  job.  The  cost  of 
hiring  and  training  a  new  employee  may  range  from  approximately 
$1000  for  a  clerk  to  nearly  $500,000  for  a  combat  ready  fighter 
pilot  (Kraut,  1975). 

This  chapter  discusses  several  important  aspects  of 
current  turnover  research.  First,  the  issue  concerning  the 
use  of  career  intent  as  a  valid  criterion  variable  in  turnover 
studies  is  discussed.  Second,  several  prominent  models  which 
have  been  proposed  for  predicting  employee  turnover  are  pre¬ 
sented  along  with  supportive  evidence  from  the  literature. 
Finally,  relevant  D0D  reports  and  research  in  the  area  of 
voluntary  turnover  are  discussed. 

Career  Intent 

Intent  to  remain  or  career  intent  is  a  behavioral 
attitude  that  expresses  the  degree  to  which  an  individual 
plans  to  remain  a  member  of  an  organization.  In  recent  years 
increasing  numbers  of  predictive  studies  have  used  career 
intent  as  a  substitute  for  actual  turnover  (Jamal,  1981; 

Martin,  1977,  1979,  1980;  Nicholson,  Mall  and  Lischeron,  1977; 
Shiflett,  1980;  Young,  1980).  As  a  result  of  this  research, 
considerable  evidence  attests  to  the  predictive  power  of 
career  intent  over  other  variables.  Studies  examining  the 
relationship  between  Intention  and  actual  behavior  found  sig¬ 
nificant  correlations  between  expressed  intentions  and  conse¬ 
quent  actions  (Alley  and  Gould,  1975;  Kraut,  1975). 
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Martin  C198Q 1  contends  there  are  three  reasons  that 
justify  the  use  of  career  Intent  as  a  surrogate  for  actual 
turnover.  First,  career  Intent  has  been  shown  to  be  a  reliable 
predictor  of  turnover  In  numerous  research  efforts  (Atchinson 
and  Lefferts,  1972;  Shenk  and  Wtlborn,  1971;  and  Price  and 
Bluedorn,  1977).  Second,  the  use  of  career  intent  In  research 
is  less  expensive  than  collecting  actual  turnover  data. 

Intent  to  leave  is  an  attitudlnal  variable  which  can  be  col¬ 
lected  spontaneously  by  a  questionnaire  or  interviews  over 
time.  The  cost  incurred  are  in  questionnaire  preparation 
and  collection  and  in  data  analysis  and  reporting.  Finally, 
career  intent  is  an  appropriate  criterion  becuase  it  allows 
management  to  identify  and  change  controllable  factors  which 
result  in  turnover. 

In  response  to  a  questionnaire  asking  if  career  intent 
is  a  good  surrogate  of  actual  turnover.  Dr.  Willaim  Alley, 

Chief  of  the  Force  Utilization  Branch,  AF  Human  Resources 
Laboratory,  Brooks  AFB  Texas,  replied: 

Yes,  particularly  if  the  time  intervening  between 
intentions  and  actions  is  short.  We  have  found  signi¬ 
ficant  predictive  relationships  as  long  as  three  years 
prior  to  the  reenlistment  point.  Things  are  even  better 
at  two  years  and  better  yet  at  one  year  or  less.  In 
some  ways  career  Intent  is  a  more  desirable  measure  to 
use  than  actual  turnover.  It  is  clearer  to  interpret 
because  it  represents  the  individual's  inclination  to 
remain.  Actual  decisions  often  Include  other  consider¬ 
ations  external  to  the  incumbent  (e.g.,  AF  policies, 
economic  trends,  etc.)  which  could  hinder  clear  inter¬ 
pretation  of  the  findings  (Alley,  1982). 
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Nicholson,  et  al .  (1977)  also  support  the  use  of  career 
intent  as  a  criterion  variable.  By  treating  intent  as  an  atti- 


tudinal  variable,  they  argue  that  the  measure  focuses  on  the 
motivation  to  leave.  Since  people  consider  whether  or  not  to 
leave  an  organization  much  more  frequently  than  the  actual 
occurrence,  it  is  beneficial  to  look,  at  this  Individualistic 
attitude  in  order  to  identify  and  change  influencing  factors. 

During  the  Stoloff,  Lockman,  Allbritton,  and  McKinley 
(1972)  study  of  the  reenlistment  intentions  of  first  term 
Navy  enlistees  it  was  found  advantageous  to  use  career  intent 
when  faced  with  time  constraints.  Since  only  a  small  number 
of  enlistees  face  the  reenlistment  decision  at  any  one  time, 
the  research  would  have  had  to  span  a  year  or  more  so  that 
sufficient  data  could  be  collected.  To  overcome  this  delay, 
Stoloff  and  associates  decided  to  substitute  the  reenlistment 
intention  as  the  dependent  variable.  They  felt  it  was  suitable 
since  it  was  "equally  predictable  and  tended  to  be  explained 
by  more  or  less  the  same  factors  as  reenlistment  behavior  when 
both  measures  are  available,"  (Stoloff,  et  al . ,  1972).  Simi¬ 
larly,  Young's  (1980)  study  employed  career  intent  as  the 
criterion  in  a  turnover  study  with  data  collected  from  the 
1977  and  1980  Air  Force  Quality  of  Life  Survey  (McNichols, 
Manley, and  Stahl,  1980). 

Summary.  Research  has  shown  the  usefulness  of  career 
intent  as  a  surrogate  for  turnover.  Justification  for  utilizing 
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career  intent  as  the  dependent  variable  can  he  based  on  the 
predictive  records  of  past  studies,  the  associated  cost/saving 
benefit,  time  constraint  considerations,  and  the  availability 
of  actual  turnover  data.  It  is  the  contention  of  the  authors 
that  career  intent  is  an  acceptable  alternative  to  actual  turn¬ 
over  and  might  be  used  since  managers  are  concerned  with 
identifying  and  changing  those  factors  which  influence  turnover 

Theoretical  Model s 

For  many  years  researchers  and  managers  have  been  inter 
ested  in  the  antecedents  or  determinants  of  turnover.  Most  of 
the  empirical  research  has  focused  on  demographic  variables 
and  job  satisfaction  as  correlates  of  turnover  (Mobley,  1982}. 
The  behavioral  research  has  established  a  consistent,  although 
generally  weak,  correlation  between  job  satisfaction  and  turn¬ 
over  (Brayfield  and  Crockett,  1955;  Locke,  1976;  Porter  and 
Steers,  1973;  and  Vroom,  1964}.  A  number  of  authors  have 
advocated  abandoning  continuation  of  this  bivariate  empirical 
approach  since  it  is  conceptually  simplistic  and  empirically 
deficient  for  understanding  the  employee  turnover  process 
(Mobley,  et  al.,  1979}.  Emphasis  has  recently  focused  on 
the  development  of  conceptual  models  of  the  process  of 
turnover  in  an  attempt  to  move  beyond  the  satisfaction- 
turn-over  relationship.  A  number  of  authors  have  developed 
conceptual  models  of  turnover  as  a  process.  They  include 


13 


I 


March  and  Simon  (1958),  Mobley  C1977),  Mobley  et  al .  (1979), 
Price  (1977),  Steers  (1977),  and  Martin  (1979).  These  authors 
integrate  the  broad  spectrum  of  antecedents  and  interrelation¬ 
ships  into  explanatory  concepts  which  help  to  better  understand 
the  elements  involved  in  the  turnover  decision.  These  models 
are  the  subject  of  this  chapter. 

March  and  Simon's  Model .  The  Participation  Model 
presented  by  March  and  Simon  (1958)  centers  around  the  postu¬ 
late  of  organizational  equilibrium.  This  postulate  states 
that  a  participant  will  continue  participation  in  an  organiza¬ 
tion  only  as  long  as  the  inducements  are  greater  than  the 
expected  contributions  (March  and  Simon,  1958).  Inducements 
are  payments  made  by  the  organization  to  its  participants  in 
the  form  of  wages.  Contributions  are  payments  the  participant 
makes  to  the  organization  in  the  form  of  work.  It  is  postu¬ 
lated  that  as  the  balance  of  inducements  increase  over 
contributions,  there  is  a  decrease  in  the  propensity  of  the 
individual  to  leave  the  organization.  A  decrease  in  the 
inducements  over  contributions  is  believed  to  have  the 
opposite  effect. 

The  inducement-contribution  balance  is  a  function  of 
two  major  components:  perceived  ease  of  movement  from  the 
organization  and  the  perceived  desirability  of  leaving  the 
organization. 


March  and  Simon  assumed  that  the  perceived  ease  of 
movement  for  a  worker  depends  on  the  availability  of  jobs  that 
he  is  qualified  to  work.  The  greater  the  number  of  perceived 
extraorgani zational  alternatives,  the  greater  the  perceived 
ease  of  movement  from  the  organization.  Extraorgani zational 
alternatives  are  defined  as  the  number  of  organizations  a 
worker  could  be  employed  at.  Factors  that  influence  the 
perceived  extraorganizational  alternatives  available  to  the 
worker  are  (March  and  Simon,  1958):  (1)  level  of  business 
activities;  (2)  perceived  availability  of  outside  alternatives 

(3)  visibility  of  the  participant  to  other  organizations; 

(4)  propensity  to  search;  (5)  number  of  organizations  visible 
to  the  participant;  and  (6)  personal  characteristics  of  the 
participant. 

March  and  Simon  felt  that  an  individual's  perceived 
desirability  to  leave  an  organization  is  a  function  of  his/her 
job  satisfaction  and  the  perceived  possibility  of  intraorgan- 
izational  transfer.  It  is  believed  that  the  greater  the 
individual's  job  satisfaction,  the  less  the  perceived  desira¬ 
bility  of  movement.  Job  satisfaction  Is  influenced  by  three 
factors:  conformity  of  the  Job  to  the  self  characterization 
held  by  the  individual,  predictability  of  instrumental  rela¬ 
tionships  on  the  job,  and  compatabil ity  of  work  requirements 
with  the  requirements  of  other  roles  (March  and  Simon,  1958). 
It  is  also  assumed  that  the  greater  perceived  possibility  of 


intraorgantzattonal  transfers,  the  greater  the  perceived 
desirability  of  movement.  The  possibility  of  intraorganiza- 
tional  transfer  is  influenced  by  the  size  of  the  organization 
(March  and  Simon,  1958).  The  larger  the  size  of  the  organiza¬ 
tion,  than  the  greater  the  possibility  of  an  intraorganiza- 
tional  transfer. 

Figures  la  and  lb  illustrate  the  two  major  components 
of  the  model  and  the  factors  which  influence  each. 

Studies  directly  evaluating  March  and  Simon's  model 
are  nonexistent  in  the  literature.  However,  there  is  exten¬ 
sive  empirical  evidence  supporting  many  of  the  concepts 
posited  in  the  model.  The  work  of  March  and  Simon  laid  the 
foundation  for  many  of  the  turnover  models  found  in  the 
literature  today.  These  models  have  incorporated  many  of  the 
concepts  described  by  March  and  Simon  (Mobley,  1977,  1978, 

1979;  Martin,  1979). 

Mobley's  Models.  Mobley's  models  of  the  employee 
withdrawal  process  were  motivated  by  a  study  of  Porter  and 
Steers  (1973)  in  which  they  concluded  that  more  emphasis  was 
needed  on  the  psychology  of  the  withdrawal  process  (Mobley, 
1977).  In  agreement  with  this  conclusion,  Mobley  proposed 
a  heuristic  model  depicting  the  employee  withdrawal  decision 
process  which  identifies  a  variety  of  possible  precursors  of 
employee  turnover.  The  model  is  Illustrated  in  Figure  2a. 

The  model  suggests  that  there  are  a  number  of  possible  mediating 


steps  between  dissatisfaction  and  actual  quitting.  It  also 
implies  there  are  several  important  considerations,  not  directly 
in  the  model,  which  may  elicit  behavior  at  a  particular  step. 

The  following  year,  Mobley,  Horner,  and  Hollingsworth 
(1978)  proposed  a  simplified  version  of  Mobley's  heuristic 
model.  The  nature  of  this  simplified  model  suggests  that  a 
variety  of  cognitive  and  behavioral  phenomena  are  occurring 
between  the  emotional  experience  of  job  dissatisfaction  and 
the  withdrawal  behavior  (Mobley,  et  al.,  1978).  It  is  implied 
that  job  dissatisfaction  stimulates  thoughts  of  quitting  lead¬ 
ing  to  an  evaluation  of  alternatives,  intention  to  quit,  and 
the  withdrawal  decision.  The  model  is  illustrated  in  Figure  2b. 

The  effectiveness  of  the  simplified  model  was  tested 
by  Mobley,  et  al.(1978)  in  a  field  study  conducted  to  predict 
turnover  of  hospital  employees.  Two  additional  variables, 
age  and  tenure,  were  included  in  the  model  for  this  study  and 
were  hypothesized  as  having  an  indirect  affect  on  turnover 
through  job  satisfaction  and  the  probability  of  finding  an 
acceptable  alternative.  Survey  data  was  collected  from  203 
full-time  employees  working  in  a  southeastern  urban  hospital. 
Forty  seven  weeks  later,  the  actual  turnover  data  was  obtained 
from  hospital  records  and  analyzed  by  regression  analysis. 

The  results  revealed  that  intent  to  quit  exhibited  the  only 
significant  standardized  regression  coefficient  with  actual 
turnover,  .58  at  the  .01  significance  level.  Intent  to  search 


exhibited  the  strongest  coefficient  with  intent  to  quit,  .56 
at  the  .01  significance  level.  The  strongest  standardized 
regression  coefficient  for  intent  to  search  was  with  thinking 
of  quitting,  .44  at  the  .01  significance  level.  Job  satis¬ 
faction  exhibited  the  highest  standardized  regression  coeffic¬ 
ient  with  thinking  of  quitting  0.54}  and  with  intentions  (.05) 
rather  than  with  actual  turnover  (-.01}.  Finally,  the  proba¬ 
bility  of  finding  acceptable  alternatives  exhibited  a  weak 
but  significant  standardized  coefficient  (.13)  with  thinking 
of  quitting,  a  relationship  not  previously  predicted  by  the 
model . 

The  internal  consistency  of  Mobley's  simplified  turn¬ 
over  model  was  tested  by  Miller,  Katerberg,  and  Hulin  (1979) 
using  data  from  two  independent  military  samples.  The  model 
was  operationalized  by  collapsing  the  seven  variables  into 
four  more  general  constructs:  withdrawal  behavior  (turnover), 
withdrawal  cognitions  (intention  to  quit,  intention  to  search, 
thinking  of  quitting),  job  satisfaction,  and  career  mobility 
(age,  tenure,  probability  of  finding  an  acceptable  alternative). 
The  advantage  of  grouping  the  variables  tended  to  make  the 
results  more  consistent  with  the  model's  predictions,  and  to 
enhance  the  reliability  of  the  hypothesized  constructs  (Miller, 
et  al.,  1979).  Analysis  of  the  data,  using  hierarchical 
regression  procedures  supported  the  four-construct  model. 

Job  satisfaction  and  career  mobility  influenced  turnover  only 
through  withdrawal  cognitions.  Relations  among  the  specific 
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measures  were  shown  to  fit  moderately  well  with  links  hypothe¬ 
sized  by  Mobley  et  al .  (1978).  The  overall  results  indicated 
the  model  had  good  predictive  validity  and  a  moderate  internal 
consistency  (Miller,  et  al.,  1979). 

Price's  Model  .  Price  (1977)  conceptualizes  the  turn¬ 
over  process  as  an  interrelationship  of  determinants,  inter¬ 
vening  variables,  and  correlates.  He  identifies  nine 
determinants  as  follows:  pay,  integration,  instrumental 
communications,  formal  communications,  centralization,  routin- 
ization,  professionalism,  upward  mobility,  and  distributive 
justice.  The  two  variables  which  intervene  between  the 
determinants  and  turnover  are  satisfaction  and  opportunity. 

The  model  is  illustrated  in  Figure  3  along  with  the  causal 
relationships.  The  model  also  shows  that  the  two  intervening 
variables  occur  at  different  times;  satisfaction  must  precede 
opportunity.  In  addition  to  his  nine  determinants,  Price 
identified  nine  correlates  which  affect  the  turnover  decision 
and  he  classified  them  (based  on  the  amount  of  supportive 
evidence  present)  as  strong,  medium,  and  weak.  The  nine 
correlates  are  categorized  as  follows: 

_ STRONG _ MEDIUM _ WEAK 

Length  of  Service  Level  of  Skill  Education 

Age  Blue/Uhite  Collar  Manager/Non- 

Level  of  Employment  Workers  Manager 

Country  Government/Non- 

Government 
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In  a  study  conducted  to  Investigate  supervisory 


behavior  and  employee  turnover,  the  following  determinants 
of  Price's  model  were  used:  pay,  communications,  and  inte¬ 
gration  (Krackhardt,  McKenna,  Porter,  and  Steers,  1981}. 

Pay  is  defined  as  the  money,  fringe  benefits,  and  other  com¬ 
modities  that  have  financial  value  which  the  organization 
gives  to  employees  in  return  for  their  service  (Price,  1977). 
Communication  is  the  transmission  of  information  to  organiza¬ 
tional  members.  Integration  is  the  extent  of  participation 
and/or  quasi-primary  relationships  among  employees  of  the 
organization  (Price,  1977).  The  objective  of  the  study  was 
to  determine  the  extent  to  which  these  three  variables  could 
be  manipulated  by  the  supervisor  to  provide  a  change  in  turn¬ 
over  rates.  It  was  found  that  supervisory  interaction 
(manipulation)  with  an  employee's  pay.  Integration,  and  com¬ 
munication  could  produce  changes  in  turnover  rates  (Krackhardt, 
et  al.,  1981).  Supervisors  who  did  not  interact  with  the 
employees  generally  contributed  to  higher  turnover  rates. 

In  a  study  predicting  voluntary  and  involuntary 
turnover  using  absenteeism  and  performance  indices,  Stumpf 
and  Dawley  (1981)  found  that  education  was  not  useful  for 
predicting  voluntary  and  involuntary  turnover.  The  reader 
will  recall  that  education  was  cited  by  Price  to  be  a  weak 
correlate.  They  concluded  that  more  variables,  both  dependent 
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and  independent,  need  to  be  added  to  conceptual  models  in 
order  to  predict  voluntary  and  involuntary  turnover. 

Steer's  Model .  The  concept  of  organizational  commit¬ 
ment  is  defined  as  the  relative  strength  of  an  Individual's 
identification  with,  and  involvement  in,  a  particular  organi¬ 
zation.  In  recent  years,  research  has  shown  this  concept  to 
be  a  better  predictor  of  turnover  than  job  satisfaction 
(Steers,  1977).  Steers'  organizational  commitment  model 
focuses  on  the  antecedents  and  consequences  of  organization 
commitment  in  order  to  explain  the  behavioral  outcomes  of 
commitment.  The  model  is  composed  of  two  parts:  antecedents 
of  commitment  and  outcomes  of  commitment. 

The  antecedents  of  commitment  are  influences  that 
are  found  in  the  work  environment.  These  can  be  grouped 
into  three  main  categories:  personal  characteristics,  job 
characteristics,  and  work  experience  (Steers,  1977).  Per¬ 
sonal  characteristics  consist  of  those  variables  which  define 
the  individual,  such  as  age,  education,  and  need  for  achieve¬ 
ment.  Job  characteristics  include  such  Influences  as  job 
challenge,  opportunities  for  social  interaction,  and  the 
amount  of  feedback  provided  on  the  job.  Work  experiences  that 
influence  commitment  Include  group  attitudes  toward  the  organ¬ 
ization,  organizational  dependability  and  trust,  perceptions 
of  personal  investment  in  and  personal  importance  to  an 
organization,  and  rewards  or  the  realization  of  expectations. 
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In  the  second  component  of  the  model,  outcomes  of 
commitment,  Steers  hypothesizes  that  commitment  leads  to 
several  specific  behavioral  outcomes.  These  outcomes  are  the 
desire  and  intent  to  remain  with  the  organization,  attendance, 
retention  and  job  performance.  Figure  4  illustrates  Steers' 
organizational  commitment  model. 

A  cross  validation  study  of  the  model  was  conducted 
by  Steers  (1977)  using  two  diverse  samples  of  employees  in 
separate  organizations.  The  first  sample  consisted  of  382 
hospital  employees  who  held  a  variety  of  technical  and  non¬ 
technical  jobs.  The  second  sample  consisted  of  119  research 
scientists  and  engineers  employed  by  a  major  research  labor¬ 
atory.  In  both  samples,  questionnaires  were  administered  which 
measured  the  variables  of  personal  characteristics,  work  expe¬ 
riences,  organizational  commitment,  desire  and  intent  to 
remain,  and  performance  behavior. 

Analysts  of  the  data  revealed  that  all  three  sets  of 
antecedents  were  significantly  related  to  commitment  thus 
supporting  the  first  part  of  the  model.  It  was  found  that 
work  experiences  were  more  closely  associated  with  commitment 
than  personal  or  Job  characteristics  for  both  samples.  The 
second  component  of  the  model  was  only  partially  supported. 
Strong  support  was  found  for  the  proposition  that  commitment 
is  associated  with  increases  in  an  employee's  desire  and 
intent  to  remain.  Commitment  was  also  found  to  be  significantly 


Antecedents  of  Outcomes  of 

Commitment  Commitment 


Outcomes 

Desire  to  Remain 

Intent  to  Remain 

Attendance 

Retention 

Job  Performance 


FI gure  4 : 
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and  inversely  related  to  employee  turnover.  Commitment  was 
related  to  attendance  for  one  sample  but  not  the  other,  while 
no  direct  or  consistent  association  was  found  between  commit¬ 
ment  and  job  performance  for  these  samples.  Commitment  was 

« 

influenced  in  both  samples  by  the  need  for  achievement,  group 
attitudes  toward  the  organization,  education  (inversely}, 
organizational  dependability,  perceived  personal  importance 
to  the  organization  and  task  identity  (Steers,  1977). 

Porter,  Steers,  Mowday,  and  Boulian  (1974)  tested 
the  predictive  ability  of  organizational  commitment  and  job 
satisfaction  in  determining  stayers  and  leavers  in  a  sample 
of  psychiatric  technician  trainees.  Surveys  were  administered 
four  times  during  the  training  period.  Turnover  occurred 
only  after  the  training  period  concluded.  The  results  demon¬ 
strated  that  organizational  commitment  predicted  voluntary 
resignation  more  accurately  than  job  satisfaction  across 
several  time  periods. 

A  longitudinal  study  conducted  by  Porter,  Crampon, 
and  Smith  (1976},  Investigated  the  relationship  between 
organizational  commitment  and  turnover  in  managerial  trainees 
at  Sears  Roebuck  Company.  The  results  indicated  that  those 
trainees  who  voluntarily  left  the  organization  during  the 
initial  fifteen  month  employment  period  had  begun  to  show  a 
definite  decline  in  their  commitment  to  the  organization 
prior  to  actually  leaving  (Porter,  et  al.,  1976}.  Organizational 


commttment  appeared  to  be  directly  related  to  turnover. 


Spencer  and  Steers  (1980}  examined  the  influence  of 
personal  factors  and  perceived  work  experience  on  employee 
turnover  and  absenteeism.  They  found  personal  characteristics 
to  be  better  predictors  of  absence  behavior  than  were  work 
experiences.  Htth  respect  to  work  experiences,  only  perceived 
organizational  dependability  was  significantly  related  to 
turnover  but  not  absenteeism. 

Martin 1 s  Model .  Marttn's  contextual  model  of  intent 
to  leave  is  an  integrated  and  expanded  model  for  investigating 
employee  Intentions  to  stay  or  leave  an  organization  (Martin, 
1979).  Martin  Integrated  research  efforts  that  have  focused 
on  determining  the  causes  of  employee  intention  to  stay  with 
those  efforts  which  have  focused  on  determining  the  causes 
of  employee  intention  to  leave.  The  model  derived  contains 
ten  determinants,  two  Intervening  variables,  six  demographic 
variables  and  intent  to  leave  as  the  dependent  variable. 

The  determinants  are  as  follows:  (1)  pay,  (2)  integration, 

(3)  Instrumental  communications  (performance  feedback),  (4) 
formal  communications,  (5)  centralization  of  decision-making 
authority,  (6)  routinizatfon,  (7)  distributive  justice,  (8) 
upward  mobility,  (9)  community  participation,  and  (10)  work 
commitment. 

The  first  eight  determinants  presumably  reflect  the 
soclal-psychologlcal-mottvattonal  process  by  producing  an 


30 


indirect  impact  on  intent  by  first  acting  on  job  satisfaction 
(Martin,  1979}.  Community  participation  and  work  commitment 
have  a  direct  motivational  impact  on  intent.  The  two  inter¬ 
vening  variables  between  the  ffrst  eight  determinants  and 
intent  to  leave,  are  job  satisfaction  and  opportunity.  The 
six  demographic  variables  included  in  the  model  are:  length 
of  service,  age,  education,  occupation,  marital  status,  and 
sex.  It  is  asserted  by  the  model  that  these  variables  will 
have  motivational  consequences  for  job  satisfaction  as  well 
as  intent  (Martin,  1979).  The  model  is  illustrated  in  Figure 
5  along  with  the  causal  relationships. 

The  predictive  ability  of  Marttn*s  model  was  tested 
at  a  medium  size,  midwestern  service  organization  that  markets 
educational  programs  and  services.  Data  collected  from  177 
full-time  employees  was  analyzed  by  multiple  regression  and 
path  analysis.  The  results  revealed  that  four  structural/ 
process  variables  (upward  mobility,  distributive  justice, 
instrumental  communications,  and  routintzation) ,  one  environ¬ 
mental  variable  (opportunity) ,  one  mediative  variable  (job 
satisfaction],  and  four  demographic  veriables  (occupation, 
age,  education,  and  sex}  were  statistically  significant  in 
affecting  the  employees  intent  to  leave  decisions  (Martin,  1979}. 
Of  these  ten  significant  variables,  only  the  occupation  pro¬ 
position  did  not  follow  the  posited  causal  direction  shown 
in  the  model.  Opportunity  produced  a  direct  effect  on  job 
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Figure  S:  Martin's  Model  of  Intent  to  Leave  (Martin,  1979) 


satisfaction  rather  than  the  posited  interactive  effect  with 
job  satisfaction.  The  overall  predictive  power  of  the  model, 
although  rather  low  (R2<*.16),  seems  to  compare  favorably  with 
other  "intention  research"  reviewed  by  Martin. 

Summary.  Current  literature  shows  that  conceptual 
models  are  making  important  contributions  to  the  understanding 
of  employee  turnover.  They  move  beyond  the  satisfaction-turn¬ 
over  relationship  and  attempt  to  describe  turnover  as  an 
interrelated  process.  The  March  and  Simon  model  plays  an 
instrumental  role  in  the  development  of  many  of  the  current 
turnover  models.  The  predictive  capabilities  of  these  models 
show  that  the  Mobley  (1978)  model  predicted  intentions  and 
actual  behavior  with  a  relatively  higher  degree  of  accuracy. 
The  organizational  commitment  model  consistently  predicted 
turnover  better  than  did  job  satisfaction.  Intent  to  remain 
was  used  in  all  the  models,  although  Mobley  (1977,  1978} 
used  it  as  an  Independent  variable  and  others  used  it  as  a 
criterion  variable  (Martin,  1979;  Young,  1980).  All  of  the 
models  discussed  Illustrate  the  many  important  facets  con¬ 
sidered  by  various  researchers  in  describing  the  turnover 
process. 

Relevant  POD  Reports  and  Research 

In  an  attempt  to  make  "a  good  service  better,"  the 
Air  Force  has  conducted  a  series  of  surveys  to  measure  the 
attitudes  of  AF  personnel  toward  a  wtde  vartety  of  personnel- 
program  related  issues  (McNfcftols,  Manley,  and  Stahl,  1988). 


These  Quality  of  Air  Force  Life  surveys  (“HQ  USAF,“  1975,  1977, 
1980)  that  were  administered  to  AF  personnel  In  1975,  1977,  and 
1980  were  based  on  a  model  developed  by  the  Air  Force  Manage* 
ment  Improvement  Group  (AFMIG).  The  model,  comprised  of  nine 
factors.  Is  Illustrated  In  Figure  5.  Results  observed  across 
the  three  survey  administrations  show  a  progressively  Increas¬ 
ing  dissatisfaction  with  the  economic  aspects  of  military  life 
as  well  as  small  positive  shifts  In  satisfaction  with  some  of 
the  non-economlc  factors  such  as  work,  leadership,  supervision, 
equity,  and  personal  growth  (McNlchols,  et  al.,  1980).  Also 
evident  was  a  pronounced  downward  trend  of  Intent  to  pursue 
an  AF  career.  The  major  reason  given  for  this  negative  career 
intent  decision  was  dissatisfaction  with  pay  and  allowances. 
Overall,  the  measure  of  job  satisfaction  showed  a  slight 
Increase  during  the  1975-1980  period  for  both  officers  and 
enlisted  personnel  (McNlchols,  et  al.,  1980). 

An  Airman  Exit  Survey  conducted  by  AF  MPC  obtained 
data  from  1052  airmen  leaving  the  AF  between  January  and 
March  1981.  The  dominant  Issue  that  affected  the  decision 
to  exit  the  AF  was  pay.  It  was  perceived  that  civilian  jobs 
offered  higher  pay,  that  the  actual  amount  of  AF  pay  was  too 
small,  and  that  annual  pay  Increases  were  too  small  ("AF 
Military  Personnel  Center,"  1981).  Statistics  on  the  charac¬ 
teristics  of  the  exiting  airmen  show  that  85  percent  were 
males,  93  percent  were  in  the  grades  of  E-4  to  E-5,  43  percent 


ECONOMIC  STANDARD :  Satisfaction  of  basic  human  needs  such  as 
food,  shelter,  clothing;  the  ability  to  maintain  an  acceptable 
standard  of  1  tying. 

ECONOMIC  SECURITY :  Guaranteed  employment;  retirement  benefits; 
Insurance;  protection  for  self  and  family. 

FREE  TIME:  Amount,  use,  and  scheduling  of  free  time  alone  or 
in  vo 1 untary  associations  with  others;  variety  of  activities 
engaged  In. 

WORK :  Doing  work  that  is  personally  meaningful  and  important; 
pri de  In  your  work;  job  satisfaction;  recognition  for  my 
efforts  and  my  accomplishments  on  the  job. 

LEADERSHIP/SUPERVISION ;  Has  my  interests  and  that  of  the  Air 
Force  at  heart;  keeps  me  informed;  approachable  and  helpful 
rather  than  critical;  good  knowledge  of  the  job. 

EQUITY ;  Equal  opportunity  in  the  Air  Force;  a  fair  chance  at 
promotion;  an  even  break  in  my  job/assignment  selectionss 

PERSONAL  GROWTH •-  To  be  able  to  develop  individual  capacities; 
education/t raining;  making  full  use  of  my  abilities;  the  chance 
to  further  my  potential. 

PERSONAL  STANOING:  To  be  treated  with  respect;  prestige; 
dignity;  reputation;  status. 

HEALTH ;  Physical  and  mental  well-being  of  self  and  dependents; 
having  illnesses  and  ailments  detected,  diagnosed,  treated  and 
cured;  quality  and  quantity  of  health  care  services  provided. 


Figure  6:  Factors  of  the  Quality  of  Air  Force  Life  Model 
(McNichol s ,  et  al .,  1980) 
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had  never  been  married,  79  percent  held  second  jobs,  and  64 
percent  of  those  married  had  working  spouses  ("AF  Military 
Personnel  Center,"  1981).  The  career  intention  section  of 
the  exit  survey  indicated  43  percent  of  the  exiting  airmen 
wanted  to  make  the  AF  a  career  when  they  first  entered,  30 
percent  were  undecided,  and  27  percent  were  definitely  against 
an  AF  career.  The  predominant  reasons  given  for  entering 
the  AF  were  the  educational  benefits  and  skills  training. 
Responses  concerning  the  comparison  of  AF  and  civilian  jobs 
indicated  that  a  majority  of  the  exiting  airmen  believed 
that  they  would  have  more  say  about  what  happens  to  them  in 
civilian  jobs,  and  that  the  working  conditions  and  supervision 
would  be  better.  The  factors  deemed  most  important  (based 
on  the  data)  In  keeping  the  airmen  in  the  AF  were  Increased 
pay,  supervisor  sensitivity,  and  improved  promotion  opportunity 
("AF  Military  Personnel  Center,"  1981). 

A  1970  study  conducted  by  the  AF  Human  Resources 
Laboratory  (HRL) ,  Lackland  AFB  Texas,  identified  several 
factors  relating  to  the  retention  of  military  scientists  and 
engineers  (S1E)  in  the  Air  Force.  The  results  seem  to  sug¬ 
gest  that  AF  career  oriented  S&E  officers  may  have  a  different 
need  structure  than  their  non-AF  career  oriented  counterparts. 
The  need  for  managing  and  applied  research  characterized  the 
career  oriented  scientist,  while  the  need  for  pure  research 
and  scientific  achievement  characterized  the  non-career  ori¬ 
ented  scientist  ("Personnel  Research  Division,"  1970].  A 
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decision  to  stay  or  to  leave  the  Air  Force  is  a  career  deci¬ 
sion  which  may  be  related  to  active  duty  experiences.  Career 
oriented  S&E  officers  may  start  out  career  oriented  and  then 
experience  job  assignments  which  simply  sustain  that  orienta¬ 
tion  (“Personnel  Research  Division,"  1970).  Likewise  the  non¬ 
career  oriented  S&E  officer  may  simply  perceive  active  duty 
experiences  as  supporting  their  initial  attitudes  regarding 
a  military  career.  Therefore,  this  leaves  only  the  initially 
undecided  group  to  be  significantly  influenced  by  their  type 
of  active  duty  experiences. 

In  a  study  focusing  on  factors  that  influence  the 
retention  of  AF  pilots  in  the  six  to  eleven  year  group, 

Gulich  and  Laakman  (1980)  found  the  most  significant  deter¬ 
minant  of  turnover  to  be  assignment  policies.  It  was  con¬ 
cluded  that  a  positive  change  in  the  assignment  policy  (one 
which  allows  a  member  more  input  into  and  stability  in  his 
assignment)  might  have  influenced  between  12  and  19  percent 
of  the  94  pilots  who  left  the  military,  to  remain  on  active 
duty  (Gulich  and  Laakman,  1980). 

Summary.  Studies  conducted  within  the  DOD  have  shown 
that  AF  personnel  leave  the  military  for  many  reasons.  The 
Quality  of  Air  Force  Life  survey  results  indicate  increasing 
dissatisfaction  with  the  economic  situation  of  the  AF,  although 
small  positive  shifts  w"  'e  evident  in  several  non-economic 
areas.  A  survey  conducted  by  AF  MPC  of  1QS2  airmen  leaving 
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the  Air  Force  indicated  the  most  important  factors  influencing 
their  career  decisions  were  pay,  supervision,  and  the  promotion 
system.  An  AF  HRL  study  concluded  that  a  career  oriented  S&E 
officer  is  characterized  by  the  need  for  managing  and  applied 
research  and  the  decision  to  stay  or  to  leave  the  AF  is  related 
to  active  duty  experiences.  Finally,  a  retention  study  of  AF 
pilots  in  the  six  to  eleven  year  group  found  that  the  most  sig¬ 
nificant  determinant  of  turnover  within  the  group  was  assign¬ 
ment  policy. 

Based  on  the  literature  review  presented  in  this  chapter, 
the  following  hypotheses  are  deemed  appropriate  for  this  study. 

Hypotheses  to  be  Tested 

1.  The  factors  that  have  influenced  the  career  deci¬ 
sion  of  each  personnel  category  under  investigation  in  1977 
are  the  same  in  1980. 

2.  The  relative  importance  of  the  factors  influencing 
the  career  decision  of  each  personnel  category  under  investi¬ 
gation  in  1977  is  the  same  in  1980. 1 

3.  The  relative  importance  of  the  factors  that  have 
influenced  the  career  decision  of  each  personnel  category 
under  investigation  do  not  differ  between  categories. 

4.  Oemographic  variables,  specifically  grade,  years 
service,  marital  status,  sex,  race,  and  educational  level,  are 
important  Influences  on  the  career  decision. 

Relative  importance  is  defined  as  the  rank  order  of 
the  variables  based  on  the  magnitude  of  the  F  value. 
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CHAPTER  nr 


METHODOLOGY 


Introduction 

THIs  chapter  provides  detailed  descriptions  of  the 
procedures  and  techniques  employed  to  test  the  hypotheses  and 
to  accomplish  the  research  objectives  presented  in  Chapter  I. 
The  chapter  Is  composed  of  five  major  sections.  The  first 
provides  general  information  about  the  Quality  of  Air  Force 
Life  CQ0AFL1  survey  including  a  brief  review  of  its  develop¬ 
ment.  Section  two  addresses  the  data  base  by  considering  the 
changes  that  have  occurred  in  the  basic  survey  since  its 
conception,  and  a  weighting  procedure  designed  to  compensate 
for  survey  bias.  Section  three  develops  the  process  of 
selecting  the  subgroups  of  Air  Force  personnel  upon  which  thi 
study  focuses,  followed  by  a  discussion  of  the  selection  pro¬ 
cess  for  the  independent  variables  utilized  in  the  model 
building.  The  fourth  section  identifies  and  delineates  the 
independent  variables.  The  final  section  presents  the  statis 
tlcal  procedures,  model  selection  criteria,  and  analytical 
techniques  utilized  throughout  the  study. 

The  Quality  of  Air  Force  Life  Survey 

Development.  As  mentioned  in  Chapter  t,  with  the 


inception  of  the  All  Volunteer  Force  CAVF)  came  the  realiza¬ 
tion  that  major  emphasis  was  needed  in  the  areas  of  manpower 
and  personnel.  For  the  Air  Force,  one  related  effort  origin¬ 
ated  in  early  197S  when  the  then  USAF  Chief  of  Staff,  General 
David  Jones,  established  the  Air  Force  Management  Improvement 
Group  (AFMIG).  The  charter  given  this  group  was  to  closely 
examine  Air  Force  “people"  programs  with  the  intent  of  making 
a  good  service  better.  Such  an  objective  necessitated  the 
collection  of  data  describing  the  attitudes  of  Air  Force 
personnel  toward  various  Air  Force  programs  and  issues.  To 
satisfy  this  requirement,  a  series  of  survey  efforts  were 
initiated. 

Since  the  surveys  had  to  capture  many  attitudes  and 
perceptions  concerning  a  diverse  set  of  issues,  preliminary 
efforts  centered  around  the  development  of  a  theoretically 
based  quality  of  worklife  model  which  would  provide  a  logical 
structure  for  subsequent  survey  evolvement.  The  Quality  of 
Air  Force  Life  (QOAFL)  model  resulted  from  these  early  efforts 
and  was  adapted  as  a  general  framework  for  survey  development. 
The  nine  factors  Incorporated  within  the  QOAFL  model  are 
presented  in  Chapter  II  (see  Figure  6}  (McNichols,  Manley, 
and  Stahl ,  1980} . 

Questions  and  Response  Sets.  As  the  survey  evolved, 
questions  designed  to  measure  attitudes  associated  with  each 
of  the  nine  factors  in  the  QOAFL  model  were  Incorporated. 
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Table  1  specifies  the  number  of  different  questions  Included 
in  the  1977  and  1980  surveys  for  each  of  the  factors.  Complete 
copies  of  both  surveys  are  Included  In  Appendix  A. 

From  the  beginning,  AFMIG  Incorporated  questions  that 
were  currently  in  use  in  the  field  (e.g.,  the  Hoppock  Job 
Satisfaction  series]  or  developed  their  own  under  the  auspices 
of  AFMIG  members  trained  in  survey  development.  All  questions 
on  the  survey  were  divided  Into  two  categories:  attitudinal 
and  demographic  measurements. 

Each  attitudinal  question  has  a  response  set  built 
around  a  Likert  Scale.  The  possible  different  answers  for 
each  question  vary  from  a  high  of  11  (A  through  K) ,  as  in 
question  61  (1980  survey),  to  a  low  of  four  (A  through  D) , 
as  in  question  26  (1980  survey). 

Pilot  Testing,  Reliability,  and  Validity.  With  the 
compilation  of  the  initial  survey  in  1975,  a  very  limited 
pilot  testing  was  conducted.  The  main  constraint  that  pre¬ 
vented  more  extensive  testing  was  the  time  limitation  forced 
on  AFMIG.  After  the  survey  was  updated  for  errors  discovered 
in  the  pilot  testing,  it  was  administered  on  a  full  scale  basis. 

AFMIG  was  disbanded  late  in  1975  and  many  of  its 
activities  were  incorporated  withtn  other  Air  Force  agencies 
(McNichols,  et  al.,  1980).  Subsequently,  the  survey  was 
never  subjected  to  a  formal  check  for  validity  or  reliability. 
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TABLE  1 


The  Number  of  Questions  Associated  With  the 
Factors  of  the  1977  and  1980  QOAFL  Surveys 


Factor 

1977 

1980 

Economic  Standard 

2 

9 

Economic  Security 

29 

7 

Free  Time 

4 

1 

Work 

32 

52 

Leadership/Supervision 

49 

10 

Equity 

7 

5 

Personal  Growth 

9 

1 

Personal  Standing 

7 

4 

Health 

7 

13 

Note:  In  1977,  the  remaining  19  questions  were 
demographics.  In  1980,  categories  of 
questions  not  related  to  the  QOAFL  model 
were  included,  as  well  as  19  questions  on 
demographics.  The  extra-model  questions 
were  not  relevant  to  this  study. 
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Survey  Administration.  In  1975,  the  Initial  QOAFL 
survey  was  administered  to  a  total  of  38,858  people  of  which 
11,111  were  active  duty  Air  Force  personnel.  The  remaining 
27,747  Included  Air  Force  civilian  employees  and  spouses  of 
Air  Force  military  personnel.  Subsequently,  with  support 
from  the  Air  Force  Institute  of  Technology,  surveys  were 
administered  In  1976,  1977,  and  1980.  The  1976  effort  in¬ 
volved  only  Air  Force  commanders.  The  1977  and  1980  surveys 
were  administered  across  the  entire  spectrum  of  active  duty 
personnel  in  the  grades  of  Airman  Basic  (El)  through  Colonel 
(06). 

For  each  administration  of  the  survey,  participants 
were  selected  randomly  from  the  records  of  the  Air  Force 
Manpower  and  Personnel  Center  (AFMPC)  at  Randolph  AFB ,  Texas 
(McNichols,  1982).  Survey  materials  were  distributed  at 
each  participating  Air  Force  Installation  by  the  local  CBPO 
Survey  Control  Offlcer/NCO.  Completion  of  the  survey  was 
strictly  voluntary  and  the  anonymity  of  each  respondent  was 
guaranteed  (Young,  1980). 

The  Data  Base 

Differences  Between  the  Surveys.  Subsequent  to  its 
Inception  In  1975,  changes  have  been  made  to  the  survey,  but 
the  general  structure  built  around  the  nine  factors  of  the 
QOAFL  model  rematns  Intact.  Some  of  the  changes  reflected 
the  Inputs  of  various  Air  Force  agenctes  which  were  Interested 
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In  attitudes  mlth  regard  to  various  Atr  Force  programs  or 
Issues.  For  fnstance,  the  1977  survey  tncluded  a  greater 
number  of  questions  destgned  to  measure  retention  related 
factors  than  bad  previous  versions*  thus  reflecting  the 
Increased  tnterest  tn  personnel  retention  data  by  Air  Force 
agencies.  The  1980  survey  tncluded  even  more  questions  Inci¬ 
dent  to  retention  Issues  (McKtehols,  et  al . ,  1980). 

The  research  ftndfngs  presented  In  this  study  are 
based  on  QOAFL  survey  data  collected  In  1977  and  1980.  As 
previously  mentioned,  different  versions  of  the  survey  mere 
administered  In  1975  and  1978.  rt  mas  felt  that  the  data 
collected  In  1975  had  become  obsolete  due  to  the  follomlng 
factors:  Inflation,  pay  raise  "caps*  Instituted  by  different 
Presidential  administrations  and  Congresses,  various  subse¬ 
quent  pay  raises,  recruiting  policies,  and  others.  Therefore, 
the  data  from  the  1975  survey  mas  considered  Inappropriate 
for  this  study.  The  197€  data  mas  deemed  unusable  since  It 
Involved  only  Air  Force  commanders.  This  Is  a  very  special¬ 
ized  group,  composed  mostly  of  stnlor  officers  mhcse  career 
Intent  Is  already  fcnomn. 

Both  the  1977  and  1980  survey  populations  consisted 
of  personnel  from  the  grades  El  through  06.  Conffntng  this 
study  to  these  tmo  years  Insured  a  more  uniform  sampling  of 
responses  based  on  the  respondents'  grades. 

The  1977  survey  contained  165  questions  of  whtch  19 
measured  demographic  data  and  the  remainder  measured  attitudes 


and  oplntons.  A  total  of  10, £87  surveys  were  completed  and 
returned  CTomltn,  15801. 

The  1980  survey  contained  144  questtons;  19  measured 
demographics  while  the  remainder  measured  attitudes  and 
opinions.  In  1980,  5,425  completed  surveys  were  returned. 

Data  Selection.  The  data  for  this  study  consisted 
of  the  responses  to  certain  questions  from  the  1977  and  1980 
versions  of  the  QOAFL  surveys.  Due  to  the  comparative  nature 
of  this  work,  only  those  questions  that  possessed  Identical 
stems  and  response  sets  for  hoth  surveys  were  considered. 

Table  2  Indicates  the  various  questions  utilized  In  thts 
study  by  survey  year,  questton  number,  and  the  general  toptc. 
It  should  be  noted  that,  unless  specifically  mentioned  other¬ 
wise,  question  numbers  referenced  In  the  text  (t.e.,  Q6,  Q10, 
etc.}  pertain  to  those  numbers  listed  under  the  heading 
"study*  In  Table  2.  Even  though  a  particular  question 
number  may  have  changed  between  the  two  surveys,  the  stem 
and  response  sets  of  the  questtons  listed  tn  Table  2  were 
Identical . 

Weighting  Procedure.  A  weight-compensating  procedure 
was  employed  to  correct  the  bias  Introduced  by  oversampling 
some  groups  In  1977  and  1980.  This  oversampling  resulted 
largely  as  a  function  of  the  grades  of  those  Individuals  com¬ 
pleting  and  returning  the  surveys.  Application  of  the  vartous 
weights,  one  for  each  grade,  compensated  for  any  differences 
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TABLE  2 

Questions  Utilized  la  thts  Study 


General  Topic 

OanooraoMc  Yarlabl M 
education  Laval 
Marital  Status 
Baca 
Sax 

Oaoandant  Yarlabl a 
Caraar  Cntont 

Attltudlnal  Yarlabl as 
Economic  Standard 
Economic  Standard 
Fraa.Tlma  Satisfaction 
Koppock  Q1 
Happock  Q2 
Hoppock  Q3 
Hoppock  Q4 
Institutionalism 
Job  Autonomy 
Job  Autonomy 
Job  Autonomy 
Job  Autonomy 

Health  Cara  Satisfaction 
Economic  Standard 
Economic  Standard 
Institutionalism 
Institutionalism 
HcaUh  Cara  Satisfaction 
Haalth  Cara  Satisfaction 


Study 

1977 

1980 

< 

6 

6 

7 

7 

7 

I 

12 

9 

9 

13 

10 

10 

14 

11 

IS 

21 

20 

19 

26 

32 

21 

52 

36 

23 

57 

44 

24 

58 

45 

2S 

59 

46 

26 

60 

47 

30 

90 

92 

32 

131 

95 

33 

132 

96 

34 

133 

97 

3S 

135 

98 

42 

16Q 

109 

45 

29 

33 

46 

30 

34 

48 

74 

51 

SS 

139 

101 

58 

161 

110 

SS 

162 

111 

that  existed  between  the  ratios  of  the  grades  comprising  the 
sample  with  the  same  respective  grades  within  the  population, 
i.e.  the  entire  Atr  Force. 

Each  grade  was  assigned  a  specific  numerical  weight. 
Each  particular  weight  was  calculated  by  dividing  the  total 
number  of  personnel  in  a  particular  grade  (in  the  Air  Force) 
by  the  total  number  in  the  same  grade  that  completed  a  survey. 
The  resultant  value  or  weight  was  applied  by  incorporating 
the  SPSS  procedure  HEIGHT  (Nte,  Hull,  Jenkins,  Stetnbrenner , 
and  Bent,  1975).  A  listing  of  the  weights  applied  for  each 
is  provided  in  Appendix  B. 

Personnel  Categories ,  Independent  VarlabI e  Sel ectlon  and  the 
CrlterfoTr 

Personnel  Categories.  The  various  groups  investigated 
in  this  study  are  comprised  of  Atr  Force  personnel  in  the 
officer  and  enlisted  career  ftelds.  The  selection  of  the 
officer  and  enlisted  categories  was  based  primarily  on  short¬ 
ages  in  the  present  force  structure.  The  identification  of 
ranks  was  based  on  current  and  forecast  shortages  as  portrayed 
in  AFMPC  briefings.  The  greatest  number  of  shortages  seem  to 
appear  tn  the  middle  management  arena  which  is  comprised  of 
those  positions  staffed  by  Captains  and  Majors  (officers), 
and  Staff  and  Technical  Sergeants  (enlisted).  The  authors 
decided  to  study  the  personnel  in  these  ranks  as  well  as 
Second  and  First  Lieutenants,  and  Airman  Basic  through  Senior 
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TABLE  3 


Ranks  of  Offtcer  and  Enlisted  Personnel 


Officers 

Enl isted 

Second  Lieutenant  (Oil 

Airman  Baste  (El} 

First  Lieutenant  (02} 

Airman  (E2} 

Captain  (03} 

Atrman  First  Class  (E3 } 

Major  (04} 

Senior  Atrman/Sergeant  (E4) 

Staff  Sergeant  (E5} 

Technical  Sergeant  (E6J 

Airman/Sergeant ,  as  each  junior  offtcer  or  enlisted  member 
potentially  represents  a  future  middle  manager.  Therefore, 
the  factors  that  predict  the  career  intent  of  future  middle 
managers  should  be  of  great  value.  Table  3  identifies  all 
the  ranks  investigated  in  thts  study. 

The  more  senior  ranks  were  eliminated  from  this  work 
due  to  two  factors.  First,  the  level  of  manning  for  Lieuten¬ 
ant  Colonels  and  Colonels  (officers},  and  Master  Sergeants, 
Senior  Master  Sergeants,  and  Chief  Master  Sergeants  (enlisted} 
ts  not  as  critical  as  for  the  middle  ranks.  Secondly,  due 
to  the  promotion  and  rank  structure  in  the  Air  Force,  the 
people  that  possess  these  higher  ranks  are  past  or  very  close 
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to  the  20  year  pain*  tn  their  careers  and,  therefore  eligible 
for  retirement.  Their  career  tntent  is  assumed  to  be  very 
high  CMcNtchols,  19821. 

Table  4  lists  all  the  personnel  categories  employed 
in  this  study  including  job  titles  or  descriptions  and  the 
first  three  digits  of  the  associated  Air  Force  Specialty 
Codes  (AFSCJ .  The  identification  of  shortages  was  based  on 
information  gleaned  from  conversations  with  AFMPC  and  Air 
Staff  personnel,  unclassified  manpower  reports,  and  trade 
publications  such  as  the  Air  Force  Magazine  and  the  Air  Force 
Times.  In  addition,  enlisted  shortages  were  also  identified 
from  an  AFMPC  document,  the  Chrontc  Critical  Shortage  (CCS) 
list.  The  CCS  specifies  the  S5  enlisted  sktll  areas  experi¬ 
encing  the  greatest  manpower  discrepancies. 

According  to  this  list  (Newman,  1981)  the  Air  Force 
is  facing  a  shortfall  of  approximately  11,300  enlisted  per¬ 
sonnel,  of  which  over  80  percent  (9^300}  are  wtthtn  the  air¬ 
craft  maintenance  career  ftelds.  Therefore  this  study  focuses 
on  those  enlisted  job  categories  identified  as  aircraft 
maintenance  related.  The  specific  atrcraft  maintenance  career 
fields  were  chosen  by  examining  the  FT  82  CCS  retention 
statistics  and  identifying  those  with  the  lowest  retention 
rates  that  were  also  represented  in  the  1977-1980  QOAFL  survey 
data  base. 
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TABLE  4 


Breakdown  of  the  Personnel  Categories 
by  the  Ftrst  Three  Digits  of  the 
Air  Force  Specialty  Code  (AFSC} 


AFSC 

Category 

Air  Force  Specialty  Title 

152 

Navigator 

NAV  Bombardier 

153 

Navigator  (General} 

154 

Navigator  (Airlift) 

156 

Navigator  (Recon/ABN,  C2} 

157 

Electronic  Warfare  Officer 

158 

Navigator,  Special  Ops 

221 

Air  Ops  Staff  Officer,  Navigator 

222 

Air  Ops  Officer,  Strategic 

223 

Air  Ops  Officer,  General 

224 

Air  Ops  Officer,  Airlift 

225 

Air  Ops  Officer,  Weapon  Systems 

226 

Air  Ops  Officer,  Recon 

2  27 

Air  Ops  Officer,  EH 

228 

Air  Ops  Officer,  Special  Ops 

229 

Air  Ops  Officer,  General  Air  Ops 

102 

Pilot 

Helicopter  Pilot 

103 

Search-Rescue  Pilot 

TABLE  4  -  continued 


AFSC 

Category 

Air  Force  Specialty  Title 

104 

Pilot 

Transport  Pilot 

105 

Tactical  Airlift  Pilot 

106 

Tanker  Pilot 

111 

Fighter  Pilot 

113 

Special  Tactics  Fighter  Pilot 

114 

Forward  Air  Controller 

123 

Strategic  Bomber  Pilot 

132 

Recon/EW/ABN/C2  Pilot 

135 

Instructor  Pilot 

141 

Air  Ops  Staff  Officer  Pilot 

142 

Air  Ops  Officer,  Airlift 

143 

Air  Ops  Officer,  Strategic 

144 

Air  Ops  Officer,  Special  Ops 

145 

Air  Ops  Officer,  Tactical 

147 

Air  Ops  Officer,  Recon/EW/ABN/C2 

148 

Air  Ops  Officer,  Hel icopter/S-R 

149 

Air  Ops  Officer,  General  Air  Ops 

263 

Scientific  and 
Engineering 

Physicist 

264 

Chemical  Research  Officer 

TABLE  4  -  continued 


AFSC 


Category 


Air  Force  Specialty  Title 


Scientific  and 
Engineering 


Metal  1 urgtst 
Nuclear  Research  Officer 
Scientific  Analyst 
Staff  Developmental  Engineer 
Electronic  Engineer 
Mechanical  Engineer 
Astronautical  Engineer 
Aeronautical  Engineer 
Experimental  Test  Pilot 
Experimental  Test  Navigator 
Project  Engineer 
Comm-El ectronics  Engineer 
Civil  Engineer 


Enl isted 


Avionics  Systems  Maintenance 
Technician 

Aircraft  Systems  Maintenance 
Technician 

Aircraft  Systems  Maintenance 
Technician 

Atrcraft  Maintenance  Technician 

Atrcraft  Armament  Systems 
Maintenance  Technician 


Independent  Variable  Selection  Process.  The  Independ¬ 
ent  variables  used  to  Investigate  the  career  Intent  of  each 
officer  and  enlisted  category  were  derived  by  a  review  of  the 
literature  to  Identify  those  factors  that  have  been  found  to 
affect  career  Intent  which  were  also  represented  In  the  QCAFL 
data  base.  These  variables  are  represented  by  Individual 
questions  Cdemographlc  measuresl  or  composites  (attltudtnal 
and  Interactive  measures}.  To  help  Identify  the  underlying 
dimensions  measured  by  the  attltudtnal  composites,  the  SPSS 
procedure,  FACTOR  (file,  et  a!.,  1975]  was  employed.  Factor 
analysis,  resulting  from  the  aforementioned  procedure,  Is  use¬ 
ful  for  examining  the  underlying  structure  of  a  set  of 
variables.  The  objective  Is  an  analysis  of  the  interdepen¬ 
dencies  or  structure  of  the  variables  CHarman,  1967).  The 
data  for  each  year  was  factor  analyzed  separately. 

The  factor  analysis  identified  six  underlying  dimen¬ 
sions  measured  by  the  questions  utilized  in  this  study.  The 
factors  identified,  which  were  Identical  for  both  years,  were: 

Job  Satisfaction,  Job  Autonomy,  Health  Care  Satisfaction, 
Institutionalism,  Economic  Standard  Satisfaction,  and  Free 
Time  Satisfaction.  Table  5  delineates  the  six  factors  along 
with  their  factor  loadings. 

The  reliability  coefficients  for  each  factor,  also 
Included  In  Table  5,  were  determined  by  utilizing  the  SPSS 
procedure,  RELIABILITY  using  Cronbach's  alpha  (Nte,  et  al . ,  1975} 
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TABLE  5 


Factor  Identification,  Factor  Loadings, 
and  Coefficients  of  Reliability 


Factor  Name 

Rel lability 
Coefficient 

Varl abl  e 

Loading 

Job  Satisfactlon(QA) 

.9113 

Q24 

.87039 

Q26 

.83163 

Q23 

.81925 

Q25 

.77463 

Health  Care  Satis- 

.9699 

q  5  9 

.86390 

faction(QC) 

Q58 

.82470 

Q42 

.75394 

Economic  Standard 

.8397 

Q45 

.78368 

Satlsfaction(QE) 

Q46 

.72883 

Q45 

.59295 

Job  Autonomy(QB) 

.9846 

Q33 

.88198 

Q34 

.84667 

Q32 

.77220 

Q35 

.37875 

Instl tutional 1 smCQOl 

.8277 

Q55 

.72122 

Q30 

.67345 

Q48 

.59528 

Free  Time  Satis- 

.8156 

Q19 

.86229 

factton(QFj 

Q21 

.29343 

Criterion.  For  all  the  models  dertved  from  the  QOAFL 
data  used  In  this  study,  the  dependent  variable  was  a  survey 
respondent's  stated  career  Intent  CQ1 0 } .  In  this  case,  career 
Intent  refers  to  the  Individual's  Intention,  at  the  time  he/she 
completed  the  survey,  to  either  remain  In  or  leave  the  Air  Force. 

Independent  Varlabl es 

Four  of  the  six  factors  Identified  (Job  Satisfaction, 
Health  Care  Satisfaction,  Economic  Standard  Satisfaction,  and 
Free  Time  Satisfaction]  were  taken  from  the  QOAFL  model  developed 
by  AFMIG  (see  Figure  6  in  Chapter  II].  The  remalntng  two  fac¬ 
tors,  Job  Autonomy  and  Institutionalism  were  based  upon  the 
authors'  Interpretation  of  the  questions  comprising  these 
factors . 

Job  Satisfaction  CQA] .  Job  Satisfaction  is  defined 
as  the  degree  to  which  a  member  of  an  organization  has  a  posi¬ 
tive  affective  orientation  toward  membership  in  the  organiza¬ 
tion  (Price,  1977}.  As  operationalized  in  this  study.  Job 
Satisfaction  is  the  Air  Force  member's  perception  of  the 
satisfaction  with  his/her  Air  Force  job  as  measured  by  the 
four  Hoppock  questions  (QZ3,  Q24,  QZ5,  QZ6). 

The  four  Hoppock  questions  relate  to  an  individual's 
perception  of  satisfaction  with  various  aspects  of  his/her 
job.  The  authors  postulate  that  high  Job  Satisfaction  con¬ 
tributes  positively  to  career  Intent. 
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McNichols,  Stahl,  and  Manely  C1978]  established  the 
validity  and  reliability  of  the  Koppock  measure  in  a  study 
involving  in  excess  of  29,000  participants.  Convergent 
validity  was  examined  by  comparing  it  with  the  Job  Descrip¬ 
tive  Index  (JDI).  The  same  sample  expressed  their  job  satis¬ 
faction  using  both  the  JDI  and  the  Hoppock  measure.  They 
found  a  significantly  strong  association  (r  ■  .73,e<»  .01, 
one  tailed). 

In  the  same  study,  the  concurrent  validity  was  estab¬ 
lished  by  comparing  the  correlation  between  the  Koppock 
measure  and  stated  career  intent  ( r  -  .40),  with  the  JDI  and 
stated  career  intent  (r  -  .36).  The  authors  (McNichols, 
et  al.,  1978)  concluded  that  this  was  a  highly  satisfactory 
correlation. 

For  the  four  samples  studied,  the  reliability  esti¬ 
mates  ranged  from  .758  to  .890  (McNichols,  et  al.,  1980). 

The  reliability  coefficient  for  the  Hoppock  measure  as  used 
in  the  current  study  was  .9113. 

Health  Care  Satisfaction  (QC).  As  operationalized 
for  this  study,  Health  Care  Satisfaction  refers  to  the  per¬ 
ception  of  the  physical  and  mental  well  being  of  the  Air  Force 
member  and  dependents  based  on  the  health  care  services  pro¬ 
vided  by  the  Air  Force.  It  encompasses  the  detection,  diag¬ 
nosis,  treatment,  and  cure  of  ailments,  as  well  as  the 
quality  and  quantity  of  available  services.  It  is  postulated 
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that  Health  Care  Satisfaction  correlates  positively  with 
career  Intent.  This  composite  variable  was  composed  of  three 
questions:  Q42,  Q58,  and  Q59. 

Economic  Standard  Satisfaction  CQE).  As  used  In  this 
study,  the  variable  refers  to  the  degree  of  satisfaction  with 
the  level  of  pay  and  benefits  provided  by  the  Air  Force.  Also 
included  is  the  member's  satisfaction  with  his/her  perceived 
ability  to  maintain  an  acceptable  standard  of  living.  The 
authors  postulate  that  high  Economic  Standard  Satisfaction 
contributes  to  high  career  intent.  This  composite  variable 
included  Q1S,  Q45,  and  Q46. 

Free  Time  Satisfaction  CQF).  As  the  name  suggests, 
this  variable  refers  to  an  Air  Force  member's  satisfaction 
with  his/her  extra-job  time  (i.e.,  free  time}.  Included  are 
such  considerations  as  the  amount,  quality,  and  scheduling 
of  the  free  time.  The  authors  postulate  that  the  correla¬ 
tion  between  Free  Time  Satisfaction  and  career  intent  Is 
positive.  The  composite  variable  was  composed  of  two 
questions,  Q19  and  Q21. 

Job  Autonomy CQB} .  Job  Autonomy  Is  defined  as  the 
degree  to  which  the  Individual  is  allowed  the  freedom  and 
discretion  to  schedule  his/her  work  related  activities  and 
to  determine  the  procedures  necessary  to  carry  out  these 
activities  (Albenese,  1981}.  More  specifically,  Job  Autonomy 
relates  to  the  degree  of  Interaction  between  the  Air  Force 
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member  and  his/her  supervisor  tn  areas  concerning  setting  of 
performance  goals,  feedback,  recognition,  and  supervisor 
Influence  on  the  organization.  The  authors  postulate  that 
perceived  Job  Autonomy  relates  positively  to  career  Intent. 

This  composite  variable  Included  Q32,  Q33,  Q34,  and  Q35. 

Institutionalism  (QD}.  As  operationalized  in  this 
study.  Institutionalism  refers  to  the  traditions,  culture, 
and  policies  that  comprise  the  "Air  Force  way  of  life". 

Tomlin  (1980]  contends  that  the  commitment  made  by  the  Indi¬ 
vidual  to  serve  In  the  military,  and  the  control  over  the 
individual  is  more  than  the  normal  employer-employee  relation¬ 
ship.  As  a  result,  an  Air  Force  career  Is  not  just  another 
job.  It  is  a  way  of  life  that  calls  for  a  special  kind  of 
motivation.  The  authors  contend  that  the  prime  factors 
associated  with  this  special  motivation  Include  a  member's 
perception  of  the  quality  of  Air  Force  leaders,  satisfaction 
with  Air  Force  promotion  systems,  and  the  required  activities 
(both  on  the  job  and  off)  associated  with  being  an  Air  Force 
member.  These  last  three  considerations  comprise  the  speci¬ 
fics,  as  far  as  this  study  is  concerned,  of  the  Institution¬ 
alism  variable.  This  composite  variable  consisted  of  three 
questions:  Q30,  Q48,  and  QS5.  The  authors  postulate  a 
positive  relationship  between  Institutionalism  and  career 
Intent. 

Demographics .  Hypothesis  number  four,  presented  in 
Chapter  II,  addresses  the  question  of  whether  or  not  demographic 
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variables  significantly  predict  career  Intent.  Toward  this 
end,  four  demographic  Independent  variables  were  included 
In  the  model  building  process.  As  was  seen  in  the  literature 
revtewed  in  Chapter  II,  demographics  have  been  shown  to 
significantly  predict  turnover/career  intent. 

tfhile  each  survey  Cl 977  and  1980}  contained  19  demo* 
graphic  questions,  many  were  unsuitable  for  incorporation  into 
this  study.  Many  were  eliminated  for  having  different  stems 
and/or  response  sets  in  one  of  the  surveys,  McMichols  (1982} 
contends  that  two  of  the  variables,  Q3  (rank}  and  QS  (time- 
in-service}  should  be  eliminated  stnce  their  value  in 
predicting  career  intent  is  already  known,  i.e.,  they  are 
the  most  significant  predictors. 

To  verify  McNichol's  contention,  the  authors  Included 
Q5  (time-in-service}  in  a  preliminary  regression  analysis  for 
each  category.  Q3  (rank}  was  not  included  since  it  was  highly 
correlated  with  Q5  (r  -  .54}  and  its  Inclusion  would  have 
provided  essentially  the  same  information.  The  results  of  the 
regression  runs  indicated  that  Q5  was  the  most  significant 
predictor  in  all  16  models.  Therefore,  the  authors  decided 
to  eliminate  It  from  the  study  in  favor  of  concentrating  on 
the  Identification  of  the  other  predictors  of  career  intent. 

Ultimately,  four  demographic  questions  were  included. 
Q6,  the  question  dealtng  with  education  level,  was  included 
because  it  was  felt  that  this  represented  one  area  where 
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present  and  future  Air  Force  programs  could  stgntftcantly 
influence  retention.  Providing  opportunities  or  incentives 
for  furtherance  of  a  member's  education  might  help  increase 
retention  rates. 

The  questions  concerning  marital  status  (Q7),  race 
(Q8) ,  and  sex  (Q9}  were  included  due  to  the  continued  high 
levels  of  emphasis  these  subjects  receive  as  reflected  in 
numerous  conversations  with  Air  Force  members,  and  In  trade 
publications  such  as  the  Air  Force  Magazine  and  the  Air 
Force  Times. 

Interactive  Terms.  Two-way  interaction  terms  were 
included  in  the  model  building  process.  Each  interaction 
term  combined  the  responses  of  two  different  Independent 
variables,  e.g.,  job  satisfaction  and  job  autonomy.  The 
authors  felt  it  Important  to  include  interaction  terms  tn 
a  further  effort  to  explore  what  factors  predict  career  Intent. 
Also,  since  the  presence  of  an  interaction  term  in  a  model 
implies  that  the  effect  of  a  one-unit  change  in  one  independ¬ 
ent  variable,  Inclusion  of  these  higher  order  terms  was 
deemed  appropriate.  Appendix  C  details  all  the  interactive 
variables  employed  in  this  study. 


Data  Analysis 

Regression  Analysis .  Stepwise  regression,  with 
backward  elimination  (Nie,  et  al . ,  1975],  was  the  specific 
analytical  approach  utilized  in  this  study  to  ascertain  the 


mathematical  rel atlonshlpCs]  between  the  criterion  and  the 
independent  variables.  This  form  of  analysts  fnvolves  a 
step-by-step  process.  It  begtns  by  including  all  specified 
variables  in  the  first  step  of  a  regression  run,  and  then 
removes  the  least  significant  independent  variable  on  each 
subsequent  step  until  there  is  just  one  variable  remaining. 

The  result  of  each  regression  run  is  a  series  of 
mathematical  equations  referred  to  as  models.  Since  a 
regression  run  was  completed  for  each  year  and  for  each 
personnel  category  (t.e.,  one  run  was  accomplished  for  pilots 
using  the  1977  data  and  another  run  performed  independently 
for  the  1980  data),  these  equations  represent  predictive 
models  of  the  career  intent  of  specific  subgroups  of  Air 
Force  personnel  for  1977  and  for  1980. 

Determination  of  the  Best  Model .  Each  time  the  data 
for  a  particular  personnel  category  was  regressed,  a  series 
of  different  models  were  generated.  The  differences  between 
any  two  models  in  the  regression  process  were  the  number  of 
variables  (one  is  removed  at  each  step  of  the  process),  and 
a  corresponding  change  in  the  pertinent  statistics  (e.g.,  F 
value,  level  of  significance,  and  R  ). 

Five  criteria  were  established  for  identifying  the 
"best  model".  These  criterta  are: 

1.  Level  of  significance.  The  minimum  acceptable 
level  of  significance  for  all  Independent  variables  and  the 


overall  model  was  set  at  .001  C.l  percent}.  Models  not 
meeting  this  criteria  were  rejected. 

2.  F  value  for  the  model.  With  the  other  criteria 
satisfied,  it  was  determined  that  the  model  with  the  largest 
F  value  would  be  deemed  the  best  model. 

3.  r2  or  adjusted  .  Kith  the  other  criteria  sat- 

tsfted,  the  best  model  was  the  one  with  the  largest  or 

adjusted  Rc  values.  The  determination  of  which  value  to  use 

(R2or  adjusted  R2)  was  based  on  the  respective  sample  size. 

If  the  sample  size  was  small  (n<.10G),  the  adjusted  R  value 

was  used  since  it  represents  a  more  conservative  estimate  and 

serves  to  minimize  the  influence  of  sample  fluctuation  common 

2 

with  small  samples.  For  large  samples  Cn>100)  the  R  value 
was  considered. 

4.  Number  of  variables  in  the  model.  With  the  pre¬ 
ceding  three  criteria  satisfied,  the  best  model  was  the  one 
with  the  fewest  variables  since  simplicity  is  a  desirable 
goal  in  any  model . 

5.  Reasonableness  of  the  variables.  This  criteria 
gave  flexibility  to  the  selection  process.  Once  a  potential 
"best  model"  was  identified,  the  independent  variables  re¬ 
moved  in  the  preceding  steps  of  the  regression  process  were 
closely  scrutinized.  If  any  variable(s)  seemed  particularly 
Important  or  significant,  it  was  considered  for  inclusion 
Into  the  model  regardless  of  the  R2  or  adjusted  R2  value. 
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Once  a  model  met  all  five  criteria,  it  was  designated 
as  the  "best  model"  for  that  specific  category  of  personnel 
and  that  particular  year.  It  should  be  noted  that  any  one  of 
the  five  criteria  could  have  served  as  a  tie-breaker  in 
deciding  which  model  was  "best",  due  to  the  subjective  nature 
of  the  selection  process.  For  Instance,  if  two  models  for  the 
same  personnel  category  and  the  same  year  met  all  five  criteria, 
the  one  with  the  least  number  of  independent  variables  was 
sel ected . 

Special  consideration  was  given  to  the  enlisted 
categories  due  to  the  exclusion  of  the  top  three  enlisted 
ranks  [see  Table  3}.  The  elimination  of  these  ranks  resulted 
in  the  reduction  of  the  sample  sizes  of  the  five  categories 
investigated.  As  previously  mentioned,  models  derived  from 
the  regression  of  data  from  small  samples  may  reflect  an 

p 

inflated  R  value  (due  to  sample  fluctuations).  One  method 
for  minimizing  this  problem  is  to  consider  the  adjusted  R^ 
value.  Due  to  two  particul ari ly  small  samples,  1980  Avionics 
Systems  Maintenance  (n  *  47)  and  1980  Aircraft  Armament  Systems 
(n  «  34),  the  authors  elected  to  conduct  the  regression 
analysis  for  the  enlisted  ranks  twice.  The  first  run  Included 
all  the  enlisted  ranks,  thus  insuring  the  largest  sample 
sizes,  resulting  In  the  best  estimates  of  the  R*  values.  The 
second  run  was  designed  to  include  only  the  target  population 
(Airman  Basic  through  Technical  Sergeant).  The  optimum  models 
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for  each  of  the  two  runs  were  setected  based  on  the  five  cri¬ 
teria  mentioned  earlier.  The  run  involving  all  the  ranks 
Cfull)  was  viewed  as  a  standard  by  which  the  run  involving 
only  the  target  population  (reduced}  could  be  compared.  If 

no  major  differences  were  identified  between  the  R^/adjusted 

2 

R  values  for  the  respective  categories  within  each  run,  it 

o  y 

was  assumed  that  the  R  /adjusted  R^  values  for  the  target 

2  y 

population  were  valid.  Table  6  depicts  the  R  /adjusted  R  for 
both  runs  and  the  associated  sample  sizes.  The  results  illus¬ 
trate  plainly  that  the  observed  differences  between  runs  were 
negligible.  The  one  exception  Cl 980  Aircraft  Armament  Systems} 
was  a  result  of  the  change  in  the  number  of  variables  tn  the 
derived  models  (the  full  model  contained  seven  variables, 
while  the  reduced  model  contained  only  five). 

Model  Differences.  Following  the  model  building 
process,  one  question  that  remained  (hypothesis  1)  was  whether 
or  not  there  was  a  difference  between  the  1977  and  1980 
models  for  each  personnel  category.  For  Instance,  if  Job 
Satisfaction  was  a  statistically  significant  predictor  of 
career  intent  for  Pilots  tn  1977,  was  it  also  significant  in 
1980?  An  answer  in  either  direction  could  be  very  important, 
as  it  might  signal  a  shift  or  trend  in  attitudes  wrought  by 
the  influence  of  Air  Force  programs.  It  might  also  indicate 
the  need  for  new  programs  to  countermand  an  undesirable 
trend . 
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The  technique  used  for  examining  hypothesis  1  was 
visual  observation  of  the  resultant  optimal  models  for  each 
category. 

Rel atlve  Importance  of  the  Independent  Variables . 

The  second  hypothesis  required  a  comparative  examination  of 
the  relative  Importance  (rank  order!  of  each  variable  that 
was  common  to  both  models  (1977  and  1980}  for  each  category. 
This  is  a  refinement  of  the  first  hypothesis.  Given  that  a 
particular  independent  variable  appears  in  both  models  for 
a  certain  category,  the  question  is,  does  the  variable  have 
the  same  relative  importance  In  each  model.  The  authors 
contend  that,  as  with  hypothesis  1,  differences  in  the  relative 
importance  of  the  factors  influencing  the  career  decision, 
across  the  two  surveys,  may  signal  a  trend. 

The  method  employed  for  determining  the  relative  im¬ 
portance  of  the  Independent  variables  in  each  model  for  each 
category  was  to  observe  the  magnitude  of  the  F  value  for  each 
independent  variable.  The  larger  the  value,  the  greater  is 
the  relative  Importance  of  that  variable  to  that  particular 
model.  However,  support  for  the  second  hypothesis  requires 
that  the  two  models  for  each  category  be  composed  of  exactly 
the  same  variables.  This  condition  relates  directly  to  the 
first  hypothesis  which  states  that  the  two  models  for  each 
category  must  be  composed  of  the  same  Independent  variables. 
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Relative  Importance  Between  Categories.  The  third 
hypothesis  examines  the  relative  Importance  Crank  order)  of 
the  independent  variables  between  the  different  personnel 
categories  for  1977  and  1980.  Specifically,  it  was  hypothe¬ 
sized  that  those  factors  that  influenced  the  career  decision 
of  officer  and  enlisted  personnel  were  the  same  across  all 
eight  career  categories. 

Each  of  the  16  models  was  visually  compared  to  ascer¬ 
tain  whether  or  not  the  same  variables  were  common  between 
any  personnel  categories. 

The  Role  of  Demographics .  Hypothesis  number  four 
concerns  the  significance  of  demographic  variables  in  pre¬ 
dicting  career  intent.  There  were  19  questions  in  each 
survey  related  to  demographics,  however,  as  mentioned  pre¬ 
viously,  many  were  unsuitable  for  study.  Subsequently,  a 
total  of  four  demographic  questions  were  identified  as 
suitable  for  the  purposes  of  this  study.  The  four  are: 
education  level  (Q6),  marital  status  (Q7),  race  (Q8),  and 
sex  (Q9) . 

Visual  observation  of  the  final  models  for  each 
category  yielded  the  information  necessary  to  support  or 
reject  the  fourth  hypothesis. 


67 


CHAPTER  IV 


RESULTS 


Introduction 

This  section  presents  the  results  of  the  data  analysis 
described  fn  Chapter  III.  The  focus  of  this  study  has  been 
on  the  following  personnel  categories:  Pilot,  Navigator, 
Scientist  and  Engineer,  Avionic  Systems  Maintenance  CAFSC 
328XXJ,  Aircraft  System  Maintenance  CAFSCs  423XX  and  426XX), 
Aircraft  Maintenance  CAFSC  431XX},  and  Armanent  Systems 
Maintenance  (AFSC  462XX).  The  results  are  presented  in  terms 
of  the  four  hypotheses  stated  fn  Chapter  II  and  the  postulates 
associated  with  the  independent  variables  presented  fn 
Chapter  III. 

Influences  on  the  Career  Oeclslon 

The  first  hypothesis  examines  the  factors  which  have 
influenced  the  career  decision  of  each  personnel  category  under 
Investigation.  It  was  hypothesized  that  the  factors  influenc¬ 
ing  the  career  decision  of  each  personnel  category  in  1977  would 
be  the  same  in  1980.  The  results  obtained  from  the  eight  per¬ 
sonnel  categories  appear  in  Tables  7  through  14.  The  first  three 
tables  contain  empirical  models  of  career  Intent  (derived  by 
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multiple  regression}  for  the  officer  categories,  while  the  re¬ 
maining  five  tables  apply  to  the  enlisted  categories.  Each 
table  includes  those  variables  which  comprise  the  best  model 
for  the  years  1977  and  1980,  based  on  the  criteria  specified 
in  Chapter  III.  Also  included  are  beta  coefficients  for  each 

variable  in  the  equation,  £  values  associated  with  each 
2  ? 

variable,  R  or  adjusted  R  values  for  the  best  model  along 
with  its  corresponding  £  value,  and  the  unweighted  sample 
size.  The  degrees  of  freedom  associated  with  the  overall 
£  value  of  the  models  reflect  the  weighted  sample  size  (the 
Readjusted  R2  value  was  computed  based  on  the  weighted 
sample  size}.  The  grades  range  from  Second  Lieutenant  to 
Major  for  all  officer  categories  and  from  Airmen  Basic  to 
Technical  Sergeant  for  all  enlisted  categories. 

Table  7  contains  data  for  the  personnel  category 
Pilots.  A  comparison  of  the  models  shows  a  distinct  differ¬ 
ence  between  the  two.  In  1977  four  variables  (QJ,  QN,  QU, 
and  Q6)  comprised  the  best  model  for  predicting  the  career 
intent  of  pilots,  (R2  -  .2138,  £(*,580}  -  46.23,  pC.001}. 

In  1980,  five  variables  (QM,  qh,  QL,  QF,  and  QU}  comprised 
the  best  model  for  predicting  career  intent  (R2  ■  .2205, 
£(5,433)  ■  '*4.48,  p<  .0011.  As  shown  in  Table  7,  the  only 
variable  present  in  both  models  was  QU,  an  interactive  term 
comprised  of  Job  Satisfaction  and  Free  Time  Satisfaction. 


TABLE  7 

Multiple  Regression  Models  of  Entent  to  Stay 
for  Pilots  (AFSCs  10XX,  1 1 XX .  12XX,  13XX.  14XX) 


1977  R2* ** 

.2138  F»46 

.23*  n*62Q 

1980  R2* 

.2205  j  £*24 

.48*  n*372 

Variable 

B 

F 

Variable 

B 

F 

QJ 

.0100 

102.47 

QM 

.0012 

96.97 

QN 

-.0043 

27.38 

QH 

-.0096 

23.88 

** 

QU 

.0057 

26.37 

QL 

.0082 

15.35 

Q6 

.1520 

12.55 

QF 

.0467 

10.38 

«• 

QU 

-.0102 

8.96  { 

*  p*s.001 

**  Variable(s)  Common  In  1977  and  1980 
Q6«Educatton 

QF*Free  Time  Satisfaction 

QH«Interact1on  of  Job.  Autonomy  With  Health  Care  Satisfaction 
QJ-Interactlon  of  Economic  Standard  Satisfaction  With 
Instl tutlonal 1 sm 

QL*Interact1on  of  Job  Satisfaction  With  Health  Care  Satisfaction 
QM*lnteract1on  of  Job  Autonomy  With  Institutionalism 
QN*Interact1on  of  Economic  Standard  Satisfaction  and 
Health  Care  Satisfaction 

QU'lnteractlon  of  Job  Satisfaction  With  Free  Time  Satisfaction 
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Table  8  reflects  data  for  the  Navigator  personnel 
category.  In  1977,  six  variables  CQJ.  QC,  QH,  QA,  QB,  and  QE) 
comprised  the  optimal  model  for  predicting  a  Navigator's 
career  intent  (R2  *  .3268,  £(6,349)  »  28.23,  p<.001),  while 

in  1980,  eight  variables  (Q6,  qu,  QN,  QR,  QB ,  QG,  QQ,  and  QE} 

2 

were  determined  to  be  the  best  predictors  (R  =  .2133,  £(8,160) 
5.42,  p  <.0Q1).  Table  8  shows  that  two  variables.  Job  Autonomy 
(QB)  and  Economic  Standard  Satisfaction  (QE),  were  common  to 
both  models. 

In  the  third  category,  Scientists  and  Engineers  were 
examined.  In  1977,  six  variables  (Q6,  QD,  QF,  QU,  QG,  and 
QP)  comprised  the  optimal  model  for  predicting  the  career 
intent  of  Scientists  and  Engineers,  (R2  ■  .1915,  £(6,3«.4)  = 
12.79,  p<.001).  In  1980,  five  variables  (QD,  QJ,  QC,  QN, 
and  QL )  were  determined  to  be  the  best  predictors  of  career 
intent,  (R2  -  .2148,  £(5,157)  -  8.58,  p<.001).  As  shown 
in  Table  9,  the  only  variable  common  to  both  years  was 
Institutionalism  (QD). 

In  the  fourth  category.  Avionic  Systems  Maintenance 
(enlisted  AFSC  328XX)  personnel  were  examined.  In  1977,  eight 
variables  (QE,  QJ,  QS,  QT,  QO,  QU,  QK,  and  QC)  comprised  the 
optimal  model  for  predicting  their  career  intent  (Adjusted  Rfc  ■ 
.4484,  £(8,326)  -  34.94,  p  < .001 ) .  In  1980,  six  variables 
(QI,  QJ,  QM,  QO,  QQ,  and  QK)  were  determined  to  be  the  best 
predictors  of  career  intent,  (Adjusted  R2  ■  .4682,  £(6,310)  ■ 
47.37,  p<.001).  Table  10  shows  that  the  only  variable  common 


TABLE  8 

Multiple  Regression  Models  of  Intent  to  Stay 
for  Navigators  (AFSCs  I5XX,  22XX) 


1977  R2- 

.3268  F-28 

23*  n»372 

2 

1980  R*» 

.2133  F-S 

.42*  n»155 

Variable 

8 

F 

Variable 

8 

F 

QJ 

.0018 

45.36 

Q6 

-.2995 

12.02 

QC 

..3432 

28.97 

QU 

.0138 

10.64 

QH 

.0263 

26.27 

QN 

.0133 

7.75 

QA 

.0731 

23.36 

QR 

-.0219 

7.71 

QB 

-.2448 

20.75 

QB** 

.3967 

6.91 

QE** 

-.1427 

18.87 

Q5 

-.0082 

4.98 

QQ 

-.0218 

4.15 

QE** 

.2286 

-  2.73 

*  pc. 001 

**  Var1ab!e(sl  Common  In  1977  and  1980 

Q6«Educat1on 

QA* Job  Satisfaction 

QB«Job  Autonomy 

QC*Health  Care  Satisfaction 

QE*Econo»1c  Standard  Satisfaction 

QG* Interaction  of  Job  Satisfaction  With  Job  Autonomy 
qH*lnterect1on  of  Job  Autonomy  With  Health  Care  Satisfaction 
QJ«Interact1$n  of  Economic  Standard  Satisfaction  With — 
Institutional <  sm 

(^■Interaction  of  Economic  Standard  Satisfaction  <1th 
Health  Care  Satisfaction 

^•Interaction  of  Job  Autonomy  With  Economic  Standard 
Satis  faction 

QR»Interact1on  of  Health  Care  Satisfaction  With  Free 
Time  Satisfaction 

Q'J»tnteract1on  of  Job  Satisfaction  With  Free  Time  Satisfaction 
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TABLE  9 

Multiple  Regression  Models  of  Intent  to  Stay 
for  Scientists  and  Engineers 
(AFSCs  26XX,  2SXX ,  3QXX,  5SXX) 


1977  R-. 1915  F-12. 79  n-354 


1980  R2-.2148  F-8.58*  n-142 


Variable 

B 

F 

Variable 

B 

F 

Q6 

-.2314 

16.90 

** 

qo 

.7607 

25.01 

QO** 

.2064 

11.96 

qj 

-.0441 

16.93 

qp 

-.3118 

9.98 

qc 

-.7294 

15  .OS 

qu 

.0205 

9.81 

ON 

.0444 

11.90 

QG 

qp 

.0041 

-.0092 

8.02 

5.57 

qi 

.0036 

2.57 

pc. 001 

Varlable(s)  Common  in  1977  and  1980 
■Education 

■Health  Care  Satisfaction 
■Institutional  ism  .. 

■Free  Time  Satisfaction 

•Interaction  of  Job  Satisfaction  With  Job  Autonomy 
•Interaction  of  Institutionalism  With  Health  Care  Satisfaction 
•Interaction  of  Job  Satisfaction  With  Health  Care  Satisfaction 
•Interaction  of  Health  Care  Satisfaction  With 
Economic  Standard  Satisfaction 

•Interaction  of  Job  Satisfaction  With  Institutionalism 
•Interaction  of  Job  Satisfaction  With  Free  Time  Satisfaction 
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TABLE  10 


Multiple  Regression  Models  of  Intent  to  Stay 
for  Avionic  Systems  Maintenance  CAFSC  328XXJ 


I 


1977 

R2«.4484* 

F-34.94* 

n*55 

1980  I  R2».4682+ 

F-47.37* 

• 

_ 1 _ 

mm 

n«47 


Vari abl e 

8 

F 

QE 

-.9421 

73.17 

QJ** 

.0679 

58.42 

QS 

.0222 

55.61 

QT 

.  043S 

55.46 

QD 

-.8704 

49.56 

qu 

-.0368 

49.35 

q« 

-.0177 

20.38 

qc 

.2220 

17.84 

Variable 

B 

F 

qi 

-.0189 

163.78 

qj 

.0229 

133.24 

qn 

-.0314 

71.81 

qo 

.0534 

61.07 

qq 

.0229 

53.05 

qu 

-.0404 

44.58 

*  pc. 001 

**  Variable(s)  Common  In  1977  and  1980 

*  Adjusted  ue  . 

QC»Health  Care  Satisfaction 

QD*Instituttonal1sm 

QE’Economlc  Standard  Satisfaction 

QH»lnteract1on  of  Job  Autonomy  With  Health  Care  Satisfaction 
QI*Interact(on  of  Health  Care  Satisfaction  With  Institutionalism 
QJ«tnteraction  of  Institutionalism  With  Economic 
Standard  Satisfaction 

QK*Interaction  of  Economic  Standard  Satisfaction  With 
Free  Time  Satisfaction 

QM*Interaction  of  Job  Autonomy  With  Institutionalism 
QO«tnteraction  of  Institutionalism  With  Free  Time  Satisfaction 
qO’Interactlon  of  Job  Autonomy  With  Economic  Standard  Satisfaction 
QS'tnteractlon  of  Job  Satisfaction  With  Economic  Standard 
Satisfaction 

QTMnteractlon  of  Job  Autonomy  With  Free  Time  Satisfaction 
QU*Interaction  of  Job  Satisfaction  with  Free  Time  Satisfaction 


in  both  years  was  QJ,  an  interactive  term  comprised  of 
Institutionalism  and  Economic  Standard  Satisfaction. 

In  the  fifth  category.  Aircraft  Systems  Maintenance 
(enlisted  AFSC  423XX]  personnel  were  examined.  In  1977, 
five  variables  ( QQ ,  QA,  QO,  Q6,  and  QH)  comprised  the  opti¬ 
mal  model,  (Adjusted  R2  -  .3757,  F(5,522}  -  64.42,  p  < . 001 ) . 

In  1980,  six  variables  (QP,  QS,  QE,  QU,  RA,  and  QO}  were 
determined  to  be  the  best  predictors  of  career  intent  for 
this  AFSC,  (Adjusted  R2  -  .4526,  F(6,456}  »  64.69,  p<.001). 
Table  11  reflects  that  the  only  variable  common  to  both 
years  was  QO,  an  interactive  term  comprised  of  Institution¬ 
alism  and  Free  Time  Satisfaction. 

Table  12  contains  data  for  the  sixth  category  examined. 
Aircraft  Systems  Maintenance  (enlisted  AFSC  426XX].  In  1977, 
seven  variables  (QG,  QO,  QP,  QU,  QQ,  QT,  and  QE)  comprised 
the  optimal  model  (Adjusted  R2  *  .2867,  JF ( 7 ,417)  *  25.35, 
p<.001).  In  1980,  five  variables  (QF,  QT,  QD,  QK,  and  QN) 
were  determineo  to  be  the  best  predictors  of  career  intent, 
(Adjusted  R2  -  .4872,  F(5,399)  «  77.76,  p<.001).  The  only 
variable  common  to  both  years  was  QT,  an  interactive  term 
comprised  of  Job  Autonomy  and  Free  Time  Satisfaction. 

In  the  seventh  category.  Aircraft  Maintenance  (enlisted 
AFSC  431XX]  personnel  were  examined.  In  1977  (Table  13), 
four  variables  (QP,  QU,  QO,  and  QL}  comprised  the  optimal 
model,  (R2  •  .3514,  F(4,1204)  -  163.08,  p<.QGl}.  In  1980, 


TABLE  11 


Multiple  Regression  Models  of  Intent  to  Stay  for 
Aircraft  Systems  Maintenance  (AFSC  42 3 X X } 


1977  RZ-.37S7*  F-64.42*  n-89 


19801  R2-.4526+  F»64.69*  j  n»66 


Variable 

B 

F 

Variable 

8 

F 

qq 

.0121 

105.54 

qp 

-.0390 

164.22 

qA 

.1188 

90.98 

qs 

-.0454 

97.90 

** 

qo 

-.0100 

52.07 

qE 

.5646 

89.35 

q« 

-1.2777 

41.98 

qu 

.0316 

60.84 

QH 

-.0059 

33.55 

RA 

-.8725 

54.92 

!  ** 

qo 

-.0379 

54.02 

- 

•  pc. 001 

**  Var1able(s)  Common  In  1977  and  1980 

*  Adjusted  R2  Value 
q6«Education 
RA«Race 

QA*Job  Satisfaction 
QE'Economlc  Standard  Satisfaction 

(^•Interaction  of  Job  Autonomy  with  Health  Care  Satisfaction 
qO»Interactlon  of  Institutionalism  With  Free  Time  Satisfaction 
qp*!nteraction  of  Job  Satisfaction  With  Institutionalism 
qq»tntaract1on  of  Job  Autonomy  With  Economic  Standard  Satisfaction 
qs*Interaction  of  Job  Satisfaction  With  Economic  Standard 
Satis  faction 

qu*tnteraction  of  Job  Satisfaction  With  Free  Time  Satisfaction 


TABLE  12 

Multiple  Regression  Models  of  Intent  to  Stay  for 
Aircraft  Systems  Maintenance  (AFSC  426XX) 


1977  |  R2. 

,2867+ 

F»25 

.35* **1 n*72 

j 

Variable 

8 

F 

qs 

-.0289 

98.15 

qo 

-.0629 

79.81 

qp 

.0259 

73.55 

qu 

.0267 

36.77 

qq 

.0235 

25.38 

«* 

qT 

.0281 

13.72 

QE 

-.1646 

8.54 

1980 


RZ-.4872* 


F-77.76 


Vari  abl  e 


n*65 


OF 

** 

-.8179 

168.97 

QT 

.0239 

,..78 

qo 

.1859 

70.69 

QK 

.0325 

62.33 

QH 

-.0103 

55.00 

*  p  <.001 

**  Variable(s)  Common  in  1977  and  i960 

♦  Adjusted  RzValue 
Q0«Institutional1sm 
QE«Economic  Standard  Satisfaction 
qF*Free  Time  Satisfaction 

QG'lnteractt on  of  Job  Satisfaction  With  Job  Autonomy 
qK»lnteraction  of  Economic  Standard  Satisfaction  With 
Free  Time  Satisfaction 

qNMnteractlon  of  Economic  Standard  Satisfaction  With 
Health  Care  Satisfaction  — 

Q0*lnteract1on  of  Institutionalism  With  Free  Time  SatH-faction 
qP'Interactlon  of  Job  Satisfaction  With  Institutionalism 
qq*tnteract1on  of  Job  Autonomy  With  Economic  Standard 
Satisfaction 

qT*Interaction  of  Job  Autonomy  With  Free  Time  Satisfaction 
^■Interaction  of  Job  Satisfaction  With  Free  Time  Satisfaction 
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six  variables  (QN,  qd,  QS,  RA,  Q5,  and  QG}  were  determined  to 


be  the  best  predictors  of  career  intent  for  the  personnel  with 
this  AFSC ,  (R2  =  .3314,  £(5.821}  =  67.82,  p  < .001 ) .  As  shown 
in  Table  13,  no  variables  were  common  between  the  two  models. 

In  the  eighth  and  final  category,  Aircraft  Armament 
Systems  (enlisted  AFSC  462XX}  personnel  were  examined.  In 
1977,  seven  variables  (qL,  QI,  QM,  QR,  QT,  and  Q6)  comprised 
the  optimal  model  for  predicting  the  career  intent  of  those 
personnel  with  that  AFSC,  (Adjusted  R2  «  .3629,  £(7,327}  ■ 
28.18,  p  < . 001 ) .  In  1980,  five  variables  (QS,  QA,  QN ,  QI, 
and  QD}  were  determined  to  be  the  best  predictors  of  career 
intent,  (Adjusted  R2  -  .3551,  £(5,203)  -  23.91,  p<.001}. 

Table  14  shows  that  the  only  variable  common  to  both  years 
was  QI,  an  interactive  term  comprised  of  Health  Care  Satis¬ 
faction  and  Institutionalism. 

Based  on  the  data  analysis,  the  empirical  models  for 
each  personnel  category  in  1977  and  1980  were  different,  thus 
falling  to  support  hypothesis  one. 

Relative  Importance  Within  Categories 

The  second  hypothesis  examines  the  relative  Importance 
of  the  factors  which  have  influenced  the  career  decision  within 
each  personnel  category  under  investigation.  It  was  hypothe¬ 
sized  that  the  relative  importance  of  each  factor  would  be 
the  same  in  1977  and  1980.  This  hypothesis  was  not  supported 
by  the  data. 
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TABLE  13 

Multiple  Regression  Models  of  Intent  to  Stay  for 
Aircraft  Maintenance  CAFSC  431 XX J 


1977 

iMflm 

F*  163 . 08f 

n-210 

mmm 

■,ir|*»iii  im 

wmmtm 

MBMiHRSn 

Variabl e 


Variable 


qp 

.0103 

243.89 

QN 

-.0106 

128.82 

qu 

.0145 

137.04 

Q0 

.1645 

95.74 

qo 

-.0123 

61.69 

QS 

.0134 

72.49 

qL 

-.0041 

46.03 

RA 

.8396 

62.31 

QB 

.1927 

50.45 

QG 

-.0097 

28.93 

*  p<..aai 
RA'Race 

QB*Job  Autonomy 
QC*Health  Care  Satisfaction 
(^•Institutional  ism 

QG'Interaction  of  Job  Satisfaction  With  Job  Autonomy 
QL*Interact1on  of  Job  Satisfaction  With  Health  Care  Satisfaction 
QN*[nteraction  of  Health  Care  Satisfaction  With  Economic 
Standard  Satisfaction 

QO'Interactlon  of  Institutionalism  With  Free  Time  Satisfaction 
QP«interact1on  of  Job  Satisfaction  With  Institutionalism 
qS-Interactlon  of  Job  Satisfaction  With  Economic  Standard 
Satisfaction 

qU*Interaction  of  Job  Satisfaction  With  Free  Time  Satisfaction 


TABLE  14 


Multiple  Regression  Models  of  Intent  to  Stay  for 
Aircraft  Armament  Systems  (AFSC  462XX) 


1977  !  R2-.3629*  1  F-28.18’ 


n*60 


1980 


R2«.355i* 


£■23.91  in-34 


Variable 

8 

F 

QL 

.0192 

141.48 

qi** 

.0350 

52.45 

QM 

..0246 

44.25 

QR 

-.0504 

40.10 

QT 

.0356 

37.98 

QC 

-.4539 

37.09 

1  Q« 

.8859 

31.59 

Variable 

B 

F 

QS 

.0402 

96.62 

QA 

-.5234 

71.24 

QN 

-.0551 

57.07 

** 

Ql 

' .0625 

52.94 

00 

-.6547 

50.48 

*  p<.00l 

**  Varlable(s)  Common  In  1977  and  1980 

+  Adjusted  R2  Value 

Q6«Educat1on 

QA-Job  Satisfaction 

QC-Hcalth  Care  Satisfaction 

QO-Institutlonalisn 

Ql -Interaction  of  Health  Care  Satisfaction  With  Institutionalism 
QL-Intcraction  of  Job  Satisfaction  With  Health  Care  Satisfaction 
QM-Interactton  of  Job  Autonomy  With  Institutionalism 
QN-Interactlon  of  Health  Care  Satisfaction  With  Economic 
Standard  Satisfaction 

QR»Intaractfon  of  Health  Care  Satisfaction  With  Free  Time 
Satl sfactlon 

qs-tntcractlon  of  Job  Satisfaction  With  Economic  Standard- 
Satisfaction 

QT-Interaction  of  Job  Autonomy  With  Free  Time  Satisfaction 


Afl 


In  the  eight  categories  examined,  no  model  exhibited 
the  same  relative  importance  among  the  factors  that  influenced 
the  career  decision.  Table  15  focuses  on  the  first  four 
elements  of  each  model.  It  can  be  seen  that  the  relative 
importance  differs  within  each  category  for  each  year.  This 
is  partly  explained  by  the  failure  to  support  the  first  hypo¬ 
thesis  of  this  study  which  stated  that  the  factors  influencing 
the  career  decision  would  be  the  same  between  1977  and  1980. 

As  shown  In  Table  15,  three  personnel  categories  had  one 
variable  common  in  both  years.  In  the  Scientist  and  Engineer¬ 
ing  (S&E)  category,  QO  (Institutionalism)  appeared  second  in 
relative  importance  in  1977  while  in  1980  it  was  ranked  first. 
The  328XX  category  ranked  QJ  (interaction  of  Economic  Standard 
Satisfaction  with  Institutionalism]  second  in  relative  impor¬ 
tance  in  both  1977  and  1980.  The  462XX  category  ranked  QI 
(Interaction  of  Health  Care  Satisfaction  with  Institutionalism) 
second  in  relative  Importance  in  1977,  while  in  1980  it 
appeared  fourth.  Table  16  displays  the  relative  Importance 
of  all  common  variables  for  each  category  between  the  two  years. 

Relative  Importance  Between  Categories 

The  third  hypothesis  of  this  study  examines  the 
relative  importance  of  the  factors  which  have  influenced  the 
career  decision  between  personnel  categories.  It  was  hypo¬ 
thesized  that  the  relative  Importance  of  each  factor  would 
not  differ  between  personnel  categories.  This  condition  was 


TABLE  IS 


Relative  Importance  of  Variables 
by  Category 


Category  Relative  Importance 


1977 


1 

2 

3 

Pilot 

QJ 

QN 

QU 

Navi  gator 

QJ 

QC 

QK 

S&E 

Q6 

22 

QF 

328XX 

QE 

22 

QS 

423XX 

QQ 

QA 

QO 

426XX 

QG 

QO 

QP 

431XX 

QP 

QU 

QO 

426XX 

QL 

2L 

QM 

1980 


4 

1 

2 

3 

4 

Q6 

QM 

QH 

QL 

QF 

QA 

Q6 

QH 

QL 

QF 

QU 

22 

QJ 

QC 

QN 

QT 

QI 

22 

QM 

QO 

Q6 

QP 

QS 

QE 

QU 

QU 

QF 

QT 

QD 

QK 

QL 

QN 

QD 

QS 

RA 

QR 

QS 

QA 

QN 

21 

Mote:  Four  variables  were  selected  as  the  basts  of 
comparison  since  several  of  the  empirical 
models  were  limited  to  four  factors. 

-  Vartable(s)  common  in  1977  and  1980 
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TABLE  16 

Relative  Importance  of  All  Common 
Variables  Stlthtn  Each  Category 


Category 

Variables  Common 
to  Both  Years 

Rel ative 
by 

1977 

Importance 

Year 

1980 

Pilot 

QU 

3 

5 

Navigator 

QB 

5 

5 

QE 

6 

8 

S&E 

QD 

2 

1 

328XX 

QJ 

2 

2 

423XX 

QO 

3 

6 

426XX 

QD 

6 

2 

431XX 

— 

— 

462XX 

Qt 

2 

4 

not  supported  by  the  data.  Table  15  Illustrates  similarities 
In  relative  importance  between  the  categories.  Since  the 
relative  order  between  categories  has  no  meaning  when  the 
variables  in  the  equation  are  different  only  those  categories 
in  which  the  first  variables  are  identical  will  be  addressed. 
These  remain  unaffected  by  the  other  variables  which  have 
entered  the  equation. 

In  1977,  both  Pilots  and  Navigators  perceived  QJ,  an 
interactive  term  comprised  of  Institutionalism  and  Economic 
Standard  Satisfaction,  as  the  most  Important  factor  influenc¬ 
ing  their  Intent  to  remain  in  the  Air  Force.  In  comparing 
the  1977  and  1980  results  depicted  in  Table  15,  two  factors 
were  rated  number  one  between  four  different  categories. 

Both  the  S&E  (in  1977)  and  Navigators  (in  1980)  Indicated 
the  most  Important  determinant  of  career  intent  was  Q6 
(Education).  The  Aircraft  Maintenance  (423XX)  In  1980  and 
Aircraft  System  Maintenance  (431XX)  in  1977  categories  both 
ranked  QP,  an  interactive  term  comprised  of  Job  Satisfaction 
and  Institutionalism,  first. 

Pornographic  Variabl es 

The  fourth  and  final  hypothesis  of  this  study  concerns 
the  role  of  demographic  variables  in  the  prediction  of  career 
Intent.  It  was  hypothesized  that  the  demographic  variables 
marital  status,  sex,  race,  and  education  level,  would  be 
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Important  tn  predtcttng  career  tntent  tn  the  eight  categories 
under  investigation. 

Based  on  the  data  analysis,  the  fourth  hypothesis  was 
supported.  The  two  demographic  variables  which  appeared  in 
the  models  were  education  (Q6}»  appearing  four  times  in  1977 
and  once  in  1980,  and  race  (RAJ,  appearing  twice  in  1980. 

By  referring  to  Tables  7,  8,  9,  11,  and  14,  ft  can  be  seen 
that  the  education  level  variable  appeared  in  five  categories: 
Ptlots  (1977  data  base}.  Navigators  (1980  data  base),  S&E 
(1977  data  base].  Aircraft  Systems  Maintenance  —  AFSC  423XX 
(1977  data  basel,  and  Aircraft  Armament  Systems  —  AFSC  462XX 
(1977  data  base}.  Out  of  the  eight  categories  examined  the 
appearance  of  Q6  tn  five  of  them  suggests  the  Importance  of 
this  variable  in  the  prediction  of  career  Intent.  The  race 
variable  was  found  In  only  two  enlisted  categories:  Aircraft 
Systems  Maintenance  —  AFSC  423XX  (1980  data  base}  and  Air¬ 
craft  Maintenance  —  AFSC  431XX  (1980  data  base}.  The 
remaining  two  variables,  marital  status  and  sex,  were  not 
present  in  any  category. 

Postulated  Relationships  of  Independent  Variables  Kith  Career 


mmu 


In  Chapter  III,  the  independent  variables  of  Job 
Satisfaction,  Job  Autonomy,  Health  Care  Satisfaction,  Institu¬ 
tionalism,  Economic  Standard  Satisfaction,  and  Free  Ttme 
Satisfaction  were  all  postulated  to  have  a  positive  causal 

85 


effect  on  career  Intent.  Although  thts  was  generally  the 
case,  Intercorrelatlon  matrtcea  produced  for  each  year  and 
personnel  category  revealed  several  contradictions  to  the 
postulated  relatlonshf ps.  As  an  example,  the  matrfces  In 
Table  17  show  the  Intercorrelation  coefficients  between  each 
of  the  six  main  effect  variables  and  with  career  Intent  for 
pilots  In  1977  and  1980.  As  noted,  only  Health  Care  Satis* 
faction.  In  1977,  was  negatively  correlated  to  career  Intent. 
In  1980,  a  positive  relationship  existed. 

The  negative  correlation  between  Health  Care  Satis¬ 
faction  and  career  Intent  was  present  in  seven  of  the  eight 
personnel  categories;  the  only  exception  was  with  the  Navi¬ 
gator  groups  for  1977  and  1980.  The  only  other  variables 
exhibiting  a  negative  correlation  with  career  Intent  were 
Free  Time  Satisfaction  and  Economic  Standard  Satisfaction. 

Free  Time  Satisfaction  had  a  negative  relationship  in  four 
categories:  S*E  (1980],  423XX  (1977),  426XX  (1980),  and 
462XX  (1977).  Economic  Standard  Satisfaction  appeared  nega¬ 
tively  correlated  In  only  one  category  —  S4E  (1977). 

Rationally,  the  negative  correlations  with  career 
intent  do  not  make  sense.  For  Instance,  It  Is  not  logical 
to  presume  that  an  AF  Pilot's  career  Intent  decreases  as 
satisfaction  with  health  care,  free  time,  or  pay  Increases. 
Hoping  to  explain  the  negative  relationships  based  on  possible 
data  transformation  mistakes,  the  computer  programs  used  In 
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TABLE  17 


Intercorrelation  Matrices  Between  Matn  Effects 
and  Career  Intent  for  Pilots 


1977 

Q1Q 

QA 

QB 

QC 

QD 

QE 

QF 

QA 

.21806 

m 

QB 

.21326 

.44736 

- 

QC 

-.01527 

.18595 

.13698 

- 

QD 

.40259 

.33531 

.37720 

.13530 

- 

QE 

.19769 

.22555 

.18150 

.31624 

.32868 

- 

QF 

.20065 

.18794 

.14720 

.23862 

.27204 

.28007 

- 

1980 

Q10 

QA 

QB 

QC 

QD 

QE 

QF 

QA 

.18849 

m 

QB 

.26551 

.32383 

- 

QC 

.04989 

.22370 

.19972 

- 

QD 

.40836 

.28851 

.40754 

.25994 

- 

QE 

.10972 

.10038 

.07977 

.33383 

.23823 

- 

QF 

.15399 

.23177 

.09345 

.24052 

.26641 

.27081 

Note:  QAaJob  Satisfaction;  QBaJob  Autonomy;  QC*Keelth  Cere 

Satisfaction;  QDaInstitutlonal tsm;  QE-Economic  Standard 
Satisfaction;  QFaFree  Time  Satisfaction;  and  Q10aCareer 
Intent 
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this  study  were  examined  for  possthle  data  recode  errors. 

A  close  investigation  of  each  program  revealed  no  errors, 
therefore,  this  idea  was  disregarded.  The  authors  can  offer 
no  explanation  for  the  negative  relationships  exhibited  by 
some  of  the  variables. 

As  shown  in  Table  17,  the  correlations  between  the 
main  effect  variables  indicate  that  the  magnitude  of  the 
relationships  are  relatively  low  to  moderate  for  pilots. 

In  1977,  the  largest  correlation  coefficient  (.44736)  was 
between  Job  Satisfaction  (QA)  and  Job  Autonomy  (QB).  In 
1980,  the  largest  correlation  value  (.40754)  was  between 
Job  Autonomy  (QB)  and  Institutionalism  (QD).  A  review  of 
the  correlation  matrices  for  the  remaining  seven  personnel 
categories  shows  similar  moderate  to  low  relationships 
among  the  main  effect  variables. 

Summary  of  Research  Resul ts 

The  first  hypothesis  of  this  study  rtated  that  the 
factors  influencing  the  career  intent  of  the  personnel  in 
the  eight  categories  under  investigation  were  the  same  in 
1977  and  1980.  Table  18  provides  a  comparison  of  the 
empirical  models  derived  for  both  the  officer  and  enlisted 
groups.  The  table  shows  that  the  factors  for  1977  differed 
consistently  from  those  for  1980.  In  six  of  the  eight 
categories  one  variable  was  common  for  both  years,  while  the 
Navigator  models  exhibited  two  factors  in  common.  One 
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category,  Atrcraft  Systems  Maintenance  CAFSC  431 XX}  had  no 
common  variables  across  the  years,  1977  to  1980.  Subsequently, 
due  to  the  overwhelming  lack  of  supporttve  evidence,  hypothesis 
one  was  rejected. 

The  second  hypothesis  stated  that  the  relative  Im¬ 
portance  (l.e.,  rank  order  based  on  the  magnitude  of  the 
respective  F  values]  of  the  factors  wtthln  each  personnel 
category  model  was  the  same  for  both  years,  l.e.,  the  rank 
order  of  the  factors  that  predicted  a  pilot's  career  intent 
in  1977  dtd  not  change  for  1980.  The  support  for  this 
supposition  was  highly  dependent  on  the  acceptance  of  hypo¬ 
thesis  one.  Since  hypothesis  one  was  rejected,  hypothesis 
two  was  also  rejected.  None  of  the  models  developed  within 
each  category  was  identical  between  the  two  years,  thereby 
negating  any  possibility  of  comparing  the  relative  import¬ 
ance  of  the  various  variables. 

The  third  hypothesis  focused  on  the  relative  import¬ 
ance  of  the  factors  (l.e.,  rank  order  based  on  the  magnitude 
of  the  respective  F  values]  influencing  an  Air  Force  member's 
career  intent  between  the  different  personnel  categories. 
Specifically,  the  authors  posited  that  there  would  be  no 
difference  in  the  relative  importance  between  the  eight 
personnel  categories,  l.e.,  the  factors  that  predicted  a 
pilot's  career  intent  would  be  the  same  as  the  factors  which 
predicted  the  career  intent  of  an  Avionics  Systems  Maintenance 
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technician.  Since  none  of  the  models  Mere  Identical  this 
hypothesis  Mas  also  rejected. 


< 

i 


The  final  hypothesis  addressed  the  Importance  of 
demographic  variables  In  predicting  career  Intent.  Speci¬ 
fically,  the  authors  postulated  that  an  Air  Force  member's 
career  Intent  could  be  predicted  by  knowing  their  education 
level,  marital  status,  race,  and  sex.  The  results  of  this 
study  supported  this  hypothesis  due  to  the  appearance  of  tMO 
demographics  (education  level  and  race)  In  seven  of  the 
sixteen  models.  As  Indicated  In  Table  19,  Q6  (education) 
was  the  most  significant  predictor  In  two  models  (1980  Navi¬ 
gator  and  1977  S&E),  and  appeared  In  a  less  significant 
role  In  three  other  models.  The  race  variable  (RA)  appeared 
In  two  different  models  as  depleted  In  Table  19. 

Next,  the  postulated  relationships  of  the  main  effect 
variables  with  career  intent  were  Investigated  by  examining 
the  intercorrelation  matrix  of  each  year  and  personnel 
category.  In  general,  the  positive  relationship  postulated 
between  the  six  Independent  variables  and  the  criterion 
was  found  In  most  models  although  several  discrepancies 
were  noted.  Health  Care  Satisfaction  appeared  to  be  the 
most  predominant  exception  while  Free  Time  Satisfaction  and 
Economic  Standard  Satisfaction  also  appeared. 

This  concludes  the  presentation  of  the  results 
obtained  from  the  data  analysis.  The  next  chapter  discusses 
these  findtngs,  renders  Interpretations,  and  offers  recom¬ 
mendations  . 
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CHAPTER  V 


DISCUSSION,  CONCLUSIONS  AND  RECOMMENDATIONS 
Introduction 

As  discovered  In  this  study,  the  determinants  of  an 
Air  Force  member's  career  Intent  are  many  and  diverse.  Of 
the  theoretical  models  discussed  In  Chapter  II,  most  contained 
a  complex  assortment  of  variables  Csee  Steer's  model  and 
Martin's  model).  In  this  study,  the  majority  of  the  variables 
In  the  16  models  examined  consisted  of  Interactions,  thus 
reflecting  the  complex  relationships  Involved  in  attempting 
to  predict  career  intent. 

Table  20  provides  a  condensation  of  all  the  variables 
comprising  the  16  models  and  provides  the  basis  for  much  of 
the  discussion  section.  The  25  independent  variables  incor- 
porated  In  this  study  were  condensed  back  Into  the  six  main 
effect  variables,  plus  one  category  labeled  demographics. 

The  numbers  In  each  square  represent  the  summation  of  the 
frequency  of  occurrence  of  each  particular  variable  In  any 
of  the  16  models,  either  as  a  main  effect  term  or  In  inter¬ 
action  with  another  factor. 

The  discussion  that  follows  focuses  on  differences 
In  the  models  for  each  category  between  the  two  years,  1977 
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Frequency  of  Occurrence  of  the  Variables  Studied 


and  1980;  overall  differences  between  the  1977  and  1980 
officer  and  enlisted  categories;  and  differences  between 
officer  and  enlisted  models. 


D1 fferences  Between  the  Years  for  Officer  Categories 

Pilots.  The  appearance  of  Economic  Standard  Satis¬ 
faction  In  two  of  the  three  Interactions  and  the  Interaction 
of  Health  Care  Satisfaction  with  Economic  Standard  Satisfac¬ 
tion  suggests  the  Importance  of  pay  and  benefits  variables 
to  career  Intent  for  Pilots  in  the  1977  model. 

In  the  1980  model,  all  four  of  the  Interactions 
Involved  Job  Satisfaction  or  Job  Autonomy.  In  contrast  to 
the  1977  model,  these  relationships  suggest  a  de-emphasls 
of  pay  and  benefits  and  an  increased  emphasis  on  job  related 
variables.  Economic  Standard  Satisfaction  did  not  appear 
In  the  1980  model . 

Navigators.  In  the  1977  model,  the  variables  con¬ 
cerned  with  pay  (Economic  Standard  Satisfaction],  the  job 
(Job  Autonomy  and  Job  Satisfaction]  and  benefits  (Health 
Care  Satisfaction]  exerted  main  effects  on  the  Intent  to 
remain.  The  two  interaction  terms  involved  pay  with  Insti¬ 
tutionalism  and  Job  Autonomy  with  benefits. 

For  the  1980  sample,  the  only  similar  main  effect 
variables  (to  the  1977  model]  were  Job  Autonomy  and  pay 
(Economic  Standard  Satisfaction].  Education,  a  demographic 
variable,  was  an  Important  predictor  of  career  Intent  that 


. 

I 

I 

was  not  found  tn  the  1977  model.  Although  Job  Satisfaction 
did  not  emerge  as  a  main  effect  vartable  as  in  1977.  it 
exerted  interactive  effects  in  one  case  with  Job  Autonomy 
and  in  another  case  with  a  life  style  variable  (Free  Time 
Satisfaction}  which  was  not  present  in  the  1977  model.  The 
appearance  of  pay  interacting  with  Job  Autonomy  was  not 
observed  for  1977.  Benefits  (Health  Care  Satisfaction)  had 
only  Interactive  effects,  once  with  pay  and  once  with  Free 
Time  Satisfaction. 

Scientists  and  Engineers.  The  1977  model  was  marked 
by  the  fact  that  the  pay  and  beneftts  variables  did  not 
,  appear.  The  factors  that  predicted  the  career  intent  of 

this  group  centered  on  the  job  (Job  Satisfaction  and  Job 
Autonomy],  the  Air  Force  as  a  way-of-life  (Institutionalism), 
and  the  esoteric  life-style  variable  (Free  Time  Satisfaction). 

The  1980  model  reflects  a  major  shift.  Whereas  the 
pay  and  benefits  variables  did  not  appear  in  the  1977  model, 
in  1980  they  appeared  more  frequently  than  any  other  factors. 
The  only  job  related  variable  to  appear,  Job  Satisfaction, 
interacted  with  Health  Care  Satisfaction. 

Overal 1  Differences  Between  Years  for  the  Officer  Categories 
A  further  analysis  was  conducted  which  involved  a 
comparison  of  the  relative  frequency  that  a  given  variable 
was  Involved  as  a  main  effect  or  in  interaction  in  the  models 
for  each  of  the  three  officer  categories.  For  1977  and  1980, 
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the  rank,  order  of  the  variables  based  on  their  presence  In 
the  models  Is  as  follows: 


VARIABLES 


RANKING 


1977 


Job  Satisfaction 
Institutionalism,  Economic 
Standard  Satisfaction 
Job  Autonomy,  Health  Care 
Satisfaction,  Free  Time 
Satisfaction 
Demographics 


Health  Care  Satisfaction 
Job  Satisfaction,  Job 
Autonomy,  Economic 
Standard  Satisfaction 
Free  Time  Satisfaction 
Institutionalism 
Demographics 


The  most  notable  change  occurred  in  the  area  of 
benefits  (Health  Care  Satisfaction},  from  a  mediocre  third 
place  In  1977,  vaulting  to  first  place  in  1980.  This  shift 
may  reflect  an  Increased  perception  of  the  erosion  of  the 
benefits  associated  with  an  Air  Force  career.  Air  Force 
policy  makers  should  take  note. 

From  1977  to  1980,  Air  Force  officers  seemed  to  go 
through  reconceptual Izatlom  of  the  Air  Force  as  a  way-of-ltfe. 
Based  on  the  fact  that  the  40b  related  factors  (Job  Satisfaction 
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and  Job  Autonomy}  remained  relatively  unchanged  In  their  rank 
ordering,  and  the  de-emphasts  of  the  Institutionalism  factor, 
the  results  tndtcate  a  shift  In  an  Air  Force  officer's  view 
of  his/her  career.  The  change  appears  to  be  In  the  direction 
of  the  Air  Force  as  an  occupation  rather  than  a-way-of-1 1 fe . 
This  suggests  a  change  of  emphasis  from  an  institutional 
orientation  toward  an  occupational  reference  (Moskos,  1977). 

Differences  Between  Years  for  the  Enlisted  Categories 

Avionics  System  Maintenance.  In  the  1977  model, 
eight  variables  were  involved  in  this  categories'  decision 
to  remain  in  the  Air  Force  (see  Table  10).  Three  of  the 
variables  exerted  main  effects  on  intent  to  stay  while  the 
remaining  five  acted  interactively.  The  main  effects  vari¬ 
ables,  as  shown  in  Table  20,  were  Economic  Standard 
Satisfaction,  Institutionalism,  and  Health  Care  Satisfaction. 
Those  emerging  as  Interactive  terms  were  relatively  evenly 
distributed  across  the  six  atltudinal  variables.  The  two 
variables  with  the  highest  frequency  of  occurrence  were 
Economic  Standard  Satisfaction  (pay}  and  Free  Time  Satisfac¬ 
tion.  Pay  appeared  as  a  main  effect  variable  and  also 
Interactively  with  Institutionalism  and  Job  Satisfaction. 

Free  Time  Satisfaction  Interacted  with  Job  Satisfaction, 

Job  Antonomy,  and  Health  Care  Satisfaction. 

In  1980,  six  variables  ware  an  important  Influence 
on  Intent  to  remain  In  the  Air  Force  Cs«*  Table  10].  As 
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shown  In  Table  20,  mafn  effect  variables  were  not  a  concern 
in  the  career  decision,  only  interactive  ones.  The  two 
interactive  terms  with  the  htghest  frequency  of  occurrence 
were  Institutionalism  and  Economic  Standard  Satisfaction. 
Institutionalism  exerted  influence  on  Job  Autonomy,  Economic 
Standard  Satisfaction,  Health  Care  Satisfaction,  and  Free 
Time  Satisfaction.  Pay  acted  interactively  with  Institution¬ 
alism,  Job  Autonomy,  and  Free  Time  Satisfaction.  A  comparison 
of  the  two  years  shows  that  a  major  change  occurred  in  1980. 

The  life  style  orientation  (Free  Time  Satisfaction}  shifted 
to  a  way-of-ltfe  reference  (Institutional ism) .  The  concern 
for  pay  was  present  as  an  important  influence  for  both  samples. 

Aircraft  System  Maintenance  (AFSC  423XX).  In  1977, 
the  predictive  model  for  this  category  was  represented  by  five 
variables:  one  main  effect,  one  demographic,  and  three 
interactive  terms  (see  Table  11}.  As  shown  in  Table  20, 
these  five  variables  were  fairly  evenly  distributed  across 
the  seven  elements  that  comprise  the  table.  As  demonstrated 
by  the  frequency  of  occurrence.  Job  Autonomy  received 
sltghtly  greater  emphasis  in  1977.  This  job  oriented  vari¬ 
able  interacted  with  Economic  Standard  Satisfaction  and 
Health  Care  Satisfaction.  The  main  effect  and  demographic 
variables  appearing  were  Job  Satisfaction  and  Education, 
respectively. 


In  198Q,  the  predictive  model  for  this  category  was 
comprised  of  six  variables:  one  main  effect,  one  demographic 
and  four  interactions  (see  Table  11}.  As  displayed  in  Table 
20.  the  only  main  effect  variable  is  Economic  Standard  Satis* 
faction.  Those  emerging  as  interactive  terms  were  Job  Satis* 
faction.  Institutionalism,  Economic  Standard  Satisfaction, 
and  Free  Time  Satisfaction.  The  demographic  variable  was 
Race.  Job  Satisfaction  had  the  highest  frequency  of  occur* 
rence  emphasizing  a  significant  shift  in  Importance  from 
1977.  Job  Autonomy  and  Health  Care  Satisfaction  were  not  a 
concern  in  this  sample,  while  the  pay,  institutionalism  and 
life  style  variables  all  realtzed  increased  emphasis  over 
the  1977  group. 

Aircraft  System  Malntenan.ce  (AFSC  426XX}.  In  1977, 
this  group's  career  decision  was  based  on  seven  variables 
comprised  of  one  main  effect,  and  six  interactive  terms 
(see  Table  12).  As  shown  In  Table  20,  the  predictors  of 
career  Intent  in  1977  were  evenly  distributed  between  all 
variables  except  Health  Care  Satisfaction  and  demographics. 
The  frequency  of  occurrence  of  the  variables  presented  in 
Table  20  amplifies  the  Importance  AF  members  placed  on  job 
related  factors  (Job  Satisfaction  and  Job  Autonomy]  and 
the  life  style  variable  (Free  Time  Satisfaction}. 

In  1980,  the  predictive  model  derived  for  career 
Intent  was  comprised  of  five  variables:  two  main  effects  and 
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three  interactions  (see  Table  12}.  As  shown  in  Table  20, 

Free  Time  Satisfaction  and  Institutional  ism  exerted  main 
effects  on  intent  to  remain  while  Job  Autonomy,  Free  Time 
Satisfaction,  Economic  Standard  Satisfaction,  and  Health 
Care  Satisfaction  acted  interactively.  Job  Satisfaction  and 
demographics  did  not  appear  as  an  influence  during  this 
period. 

In  comparing  the  two  years.  Table  2Q  shows  that  all 
variables,  with  the  exception  of  Free  Time  Satisfaction  and 
Economic  Standard  Satisfaction,  decreased  in  occurrence  in 
1980.  The  life  style  variable  now  assumed  the  role  of  the 
most  significant  predictor,  and  pay  exerted  a  greater  influ¬ 
ence  on  intent  to  remain. 

Aircraft  Maintenance.  In  1977,  four  Interactive 
variables  represented  the  best  predictive  model  for  this 
sample  (see  Table  13}.  Table  2Q  shows  that  Job  Satisfaction 
occurred  the  most  frequently,  followed  by  Institutionalism 
and  Free  Time  Satisfaction.  The  benefit  vartable  (Health 
Care  Satisfaction}  appeared  only  once.  Job  Autonomy,  pay , 
and  demographics  were  not  an  influence  on  this  category's 
career  decision. 

In  1980,  six  variables  played  an  important  role  in 
the  member's  decision  to  remain  in  the  Air  Force  (see  Table  13). 
Two  of  the  variables  exerted  main  effects  on  intent  to  stay, 
three  were  interactive,  and  one  was  a  demographic.  As  shown 
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in  Table  20,  all  of  the  factors  were  fairly  evenly  distri¬ 
buted  between  the  variables  comprising  the  table.  The  only 
exception  was  Free  Time  Satisfaction  which  did  not  appear 
in  the  model.  The  greatest  emphasis  in  1980,  based  on  the 
frequency  of  occurrence,  was  placed  on  job  related  factors, 
(Job  Satisfaction  and  Job  Autonomy}  and  pay.  In  1977,  Job 
Satisfaction  was  the  most  important  predictor,  but  in  1980 
that  emphasis  was  shared  equally  among  Job  Satisfaction, 

Job  Autonomy  and  Economic  Standard  Satisfaction. 

Aircraft  Armament  Systems.  The  1977  model  derived 
for  this  category  was  comprised  of  seven  variables:  one 
main  effect, five  interactive  effects,  and  one  demographic 
(see  Table  14}.  The  frequency  of  occurrence  of  a  variable 
in  the  model  as  shown  in  Table  20,  depicts  benefits  (Health 
Care  Satisfaction}  as  the  most  important  factor  in  1977, 
followed  by  Job  Autonomy,  Institutionalism,  and  Free  Time 
Satisfaction.  The  absence  of  the  pay  variable  suggests  it 
had  no  influence  on  career  intent  during  this  period. 

In  198Q,  five  variables  comprised  the  best  predic¬ 
tive  model  for  this  category  (see  Table  14).  As  shown  in 
Table  20,  two  of  the  variables  In  the  model  were  main 
effects,  with  the  remainder  being  interactive  terms.  The 
Importance  of  all  the  variables  in  the  model  appeared  to  be 
equal,  based  on  frequency  of  occurrence.  As  noted  by  the 
table.  Job  Autonomy,  Free  Time  Satisfaction  and  demographics 
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dtd  not  appear  as  predictors  in  198Q.  (then  compared  to  the 
1977  period,  it  can  he  seen  that  the  job  factor  (Job  Autonomy] 
benefits,  and  the  life  style  variable  (Free  Time  Satisfaction] 
decreased  in  1980,  while,  pay  increased  twofold. 


Overall  Differences  Between  Years  for  the  Enlisted  Categories 
Based  on  the  frequency  of  occurrence,  both  as  main 
effects  and  in  interaction,  the  relative  importance  of  all 
the  variables  that  predicted  the  career  intent  of  the  person¬ 
nel  in  the  five  enlisted  categories  for  1977  and  1980,  respec¬ 
tively,  were  as  follows: 


VARIABLES 


1977 

Free  Time  Satisfaction 
Job  Satisfaction 
Job  Autonomy,  Institu¬ 
tionalism 

Health  Care  Satisfaction 
Economic  Standard  Satis¬ 
faction 
Demographics 


RANKING 


1 

2 

3 

4 

5 

6 


198Q 


Economic  Standard  Satisfaction  1 

Institutionalism  2 

Job  Satisfaction,  Free  Time  3 

Satisfaction 

Job  Autonomy,  Health  Care  4 

Satisfaction 
Demographics 


S 


For  the  enlisted  categories  as  a  whole,  the  major 
change  between  1977  and  198Q  was  reflected  In  the  prodigious 
jump  In  frequency  of  occurrence  of  the  pay  variable  (Economic 
Standard  Satisfaction}.  In  1977,  pay  appeared  only  six  times 
(interactively  four  times  and  as  a  main  effect  twice},  three 
of  which  were  In  one  model  (Avionics  Systems  Maintenance}. 

As  depicted  In  Table  20,  the  only  variables  to  occur  less 
frequently  than  pay  were  the  demographics  (education  level 
and  race}.  In  1980,  pay  occurred  more  frequently  than  any 
other  variable.  It  (Economic  Standard  Satisfaction}  was 
either  the  most  significant  or  second  most  significant 
predictor  of  career  Intent  in  four  out  of  the  five  enlisted 
models,  thus  serving  to  underscore  its  importance.  The  pay 
variable  replaced  the  Job  related  variables  (Job  Satisfac¬ 
tion  and  Job  Autonomy}  which  had  ranked  as  the  most  signifi¬ 
cant  predictors  in  1977,  but  dropped  to  third,  in  1980. 

A  surprising  change  occurred  regarding  the  "benefits" 
variable  (Health  Care  Satisfaction}.  Considering  the  impor¬ 
tance  of  pay  as  a  predictor  of  enlisted  career  intent  in 
1980,  one  might  presume  that  the  benefits  variable  would 
also  be  of  similar  significance.  This  proved  not  to  be  the 
case,  as  Health  Care  Satisfaction  ranked  lower  in  1980  than 
It  had  In  1977.  It  occurred  more  frequently  than  only 
demographics.  As  revealed  in  Chapter  IV,  Health  Care 
Satisfaction  correlated  negatively  with  career  Intent  on 
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numerous  occasions.  A  possible  explanation  for  this  might 
be,  that  at  the  time  of  completing  the  survey,  the  prepon- 
derence  of  attitudes  Mere  dominated  by  perceived  low  levels 
of  wages  and  high  rates  of  inflation.  Irregardl ess ,  benefits 
did  not  play  a  significant  role  in  predicting  the  career 
intent  of  enlisted  personnel  in  198Q. 

Unlike  officers,  the  enlisted  groups  seem  to  view 
an  Air  Force  career  as  a  way-of-life  rather  than  a  job, 
as  reflected  in  the  frequency  of  occurrence  of  the  "way-of- 
life"  variable  (Institutionalism)  and  the  job  related 
variables  (Job  Satisfaction  and  Job  Autonomy).  In  1977, 
all  three  variables  appeared  in  relatively  equal  numbers 
(see  Table  20).  However,  in  198Q,  the  frequency  of  appear¬ 
ance  of  Institutionalism  increased  slightly,  while  the  job 
related  factors  exhibited  a  marked  decrease.  This  is  in 
contrast  to  Moskos*  (1977)  contention  that  the  military  is 
moving  from  "a  predominately  institutional  format  to  one 
more  resembling  that  of  an  occupation. 

Officer  Versus  Enl i sted  Model s .  Table  21  provides 
a  summary  of  the  rankings,  by  variable,  for  the  officer 
and  enlisted  categories.  The  rankings  are  based  on  the 
frequency  of  appearance,  in  any  of  the  eight  models  for 
each  year  (1977  or  1980),  of  each  variable,  whether  as  a 
main  effect  term  or  interactively. 
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The  Relative  Importance  Ceased  on  Frequency 
of  Occurrence}  of  All  Variables,  as  it 
Relates  to  the  Officers  and  Enlisted 
Personnel  Groupings 


Variables 

Officer 

Ranking 

Enlisted 

Ranking 

Job  Satisfaction 

1 

1977 

1 

Job  Autonomy 

3 

2 

Health  Care  Satisfaction 

3 

3 

Institutionalism 

2 

2 

Economic  Standard 

2 

Satisfaction 

Free  Time  Satisfaction 

3 

2 

Demographics 

4 

S 

Job  Satisfaction 

2 

1980 

3 

Job  Autonomy 

2 

4 

Health  Care  Satisfaction 

1 

4 

Institutionalism 

4 

2 

Economic  Standard 

Satisfaction 

2 

1 

Free  Time  Satisfaction 

3 

3 

Demographics 

5 

5 

In  1977,  both  offfcers  and  enlisted  Mere  influenced 


to  remain  by  a  mixture  of  job  oriented  factors  (Job  Satisfac¬ 
tion  and  Job  Autonomy]  and  Institutionalism.  However,  and 
surprisingly,  the  officers  were  influenced  by  pay  whereas 
the  enlisted  groups  were  not  as  influenced.  The  reason  for 
this  disparity  may  lie  in  the  officer  job  categories  examined. 
All  three,  hut  especially  Pilots,  and  Scientists  and  Engin¬ 
eers,  are  represented  in  civilian  Industry  as  professionals, 
commanding  comparatively  large  salaries.  The  personnel 
composing  the  three  officer  categories  examined  In  this  study 
may  have  perceived  a  greater  monetary  worth  as  a  civilian, 
thereby  reflecting  this  attitude  by  placing  great  importance 
on  pay  (Econoric  Standard  Satisfaction]  as  a  predictor  of 
their  career  Intent. 

In  1980,  pay  influenced  both  offtcer  and  enlisted 
personnel  to  remain.  However,  the  similarities  ended  here  as 
the  officers  placed  the  greatest  significance  on  benefits 
while  the  enlisted  groups  considered  the  way-of-ltfe  variable 
(Institutionalism]  the  most  important.  The  officers  ranked 
Institutionalism  next-to-last,  thus  supporting  the  Moskos 
(1977]  contention  that  the  military  is  moving  from  a  way-of- 
llfe  ortentatton  toward  an  occupational  reference.  Perhaps 
retention  might  be  Increased  if  the  officer  viewpoint  could 
be  reversed,  i.e.,  toward  looking  et  the  Air  Force  as  a 
way-of-ltfe. 
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The  authors  recommend,  as  a  method  for  accompl f shtng 
this,  that  Atr  Force  policy  makers  work  toward  stemming  the 
erosion  of  military  benefits.  As  reflected  tn  Its  number 
one  ranking  tn  1980,  the  officer  groups  placed  great  Impor¬ 
tance  on  the  benefits  aspect  of  their  careers.  The  authors 
specifically  encourage  the  adoption  of  more  comprehensive 
medical  and  dental  care  for  dependents.  If  adopted,  such 
a  program  may  cause  an  officer  (or  enlisted  person)  to  think 
more  carefully  about  giving  up  such  benefits  by  leaving  the 
Air  Force. 

Cone! uslons  and  Recommendations 

Of  the  many  Illations  emanattng  from  this  study, 
perhaps  two  bear  particular  Importance  to  Atr  Force  policy 
makers.  The  first  is  that  predictive  models  of  career 
Intent  are  group  specific,  and  secondly,  that  the  factors 
which  predict  career  Intent  for  a  specific  personnel  cate¬ 
gory  may  change  drastically  over  time. 

Based  upon  the  findings  of  this  study  and  supported 
by  Young's  research  (1980),  the  authors  conclude  that  there 
is  no  one  overall  best  model  for  predicting  career  Intent 
In  organizations  such  as  the  Air  Force.  The  authors  feel 
that  predictive  models  for  describing  the  factors  which 
have  an  Influence  on  career  intent  should  be  group  specific, 
as  empirically  demonstrated  In  this  research  by  the  resulting 
16  different  models.  This  study  clearly  shows  that  the  factors 
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that  were  important  to  one  group  did  not  reflect  the  same  level 
of  importance  to  any  other  group.  The  fact  that  personnel  in 
similar  job  specialties,  t.e..  Aircraft  Systems  Maintenance 
(AFSCs  423XX  and  426XX),  based  their  career  intentions  on 
different  factors  lends  further  credence  to  thts  contention. 

This  suggests  that  retention  and  turnover  problems 
in  specific  career  fields  should  be  dealt  with  individually. 

It  is  the  authors'  opinion  that  Air  Force  policies  designed 
to  remedy  "overall"  retention  problems  will  be  less  effective 
than  group-speci fic-solutions .  There  can  be  no  Air  Force¬ 
wide,  broad  policies  or  programs  instituted  with  the  hope 
i  that  they  will  have  the  desired  effect  on  all  personnel. 

For  instance,  in  1980,  based  on  the  frequency  of  appearance, 
the  Pilots  did  not  seem  overly  concerned  with  pay  (Economic 
Standard  Satisfaction  did  not  enter  the  model),  while  Avionics 
Systems  Maintenance  personnel  (also  in  1980],  considered  it 
i  the  most  important  determinant  of  their  career  intent  (see 

Table  10).  In  contrast,  for  1980,  Health  Care  Satisfaction 
was  the  most  significant  variable  for  the  Pilots  and  the 
least  significant  for  the  Avionics  Systems  Maintenance.  Each 
variable  represents  a  form  of  remuneration  although  one  rep¬ 
resents  a  benefit  and  the  other  a  wage  or  salary. 

Thus,  a  program  designed  to  Increase  benefits  may 
cause  more  Pilots  to  remain  in  the  service,  while  not  prevent¬ 
ing  more  Avionics  Systems  Maintenance  personnel  from  leaving. 
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Perhaps  a  more  appropriate  approach,  might  he  a  pay/benefits 
package.  An  even  better  approach*  one  that*  fortunately* 
seems  to  be  gaining  acceptance,  is  the  targeting  of  policies 
at  specific  groups,  i.e.,  the  military  pay  raise  given  in 
October, 1981 ,  was  targeted,  with  the  largest  increases  going 
to  the  ranks  experiencing  the  greatest  manpower  deficiencies. 

Another  significant  outcome  that  emerged  from  this 
study  was  the  overwhelming  evidence  of  the  dynamic  nature  of 
the  factors  influencing  the  career  intent  of  the  Air  Force 
personnel  categories  investigated.  From  1977  to  1980  the 
factors  that  predicted  career  intent  changed  dramatically. 

The  authors  feel  that  these  changes  are  reflective  of  the 
environment  and  human  nature.  As  the  environment  changes 
(I.e.,  the  economy.  Interest  rates,  world  tensions,  etc.}  a 
person's  opinion  or  attitude  may  change. 

Therefore,  Air  Force  policy  makers  should  not  assume 
that  the  member's  intrinsic  and  extrinsic  needs  remain  static 
over  any  length  of  time.  Responses  to  survey  questions 
represent  a  snapshot  of  the  respondent's  attitudes  and 
opinions  up  to  that  point  in  time.  To  more  effectively 
capture  these  dynamic  attitudes  and  opinions,  the  authors 
recommend  that  attitudinal  and  demographic  data  be  collected, 
periodically,  for  each  applicable  job  category  in  the  Air 
Force.  As  the  new  data  becomes  available,  the  models  for 
each  category  could  be  updated.  This  would  help  Insure 
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accurate,  timely  data,  thus  atloNtng  each  Air  Force  functional 
manager  to  better  predtct  the  career  tntentlons  of  the  personnel 
for  he/she  Is  responsible.  Subsequently,  this  should  lead  to 
more  appropriate  Input  to  policy  making,  resulting  In  more 
effective  programs,  tailored  toward  an  Individual's  needs, 
rather  than  the  Air  Force  as  a  whole. 

Two  factors.  Job  Satisfaction  and  Institutionalism, 
appeared  In  each  of  the  1977  models,  either  as  main  effects 
or  Interactively.  In  1980,  however,  no  one  single  factor 
appeared  In  all  eight  models.  Three  factors.  Institution¬ 
alism,  Health  Care  Satisfaction,  and  Economic  Standard 
Satisfaction,  did  appear  In  seven  of  the  eight  models, 
although  all  three  variables  were  not  present  In  the  same 
seven  models.  This  serves  to  underscore  the  diversity  of 
factors  that  predict  Atr  Force  member's  career  intent. 

The  results  of  this  research  effort  also  Indicate, 
for  the  enlisted  categories,  a  continued  high  level  of 
emphasis  on  pay  and  benefits.  This  supports  the  findings 
of  an  Airman  Exit  Survey  conducted  in  1981  (“Air  Force 
Military,"  1981),  In  which  dissatisfaction  with  pay  was  the 
preeminent  reason  for  leaving  the  Air  Force  (see  Chapter  II). 

The  exiting  Airmen  perceived  a  large  disparity  between  what 
they  received  as  pay  and  benefits,  and  what  was  available 
for  equivalent  work  as  a  civilian. 
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Based  on  these  Exit  Surveys,  the  Atr  Force  Mtlitary 
Personnel  Center  (AFMPC}  deemed  the  most  important  factors 
in  keeping  airmen  in  the  Air  Force  as:  increased  pay,  improved 
supervisor  sensitivity,  and  increased  promotion  opportunities, 
in  that  order.  The  results  of  this  study  correlate  closely 
with  the  AFMPC  findings.  The  most  frequently  occurring  vari¬ 
ables,  for  the  enlisted  categories,  in  this  study  were  (in 
order}:  Economic  Standard  Satisfaction  (pay),  and  Institu¬ 
tionalism  (includes  the  member's  perceptions  of  the  quality 
of  Air  Force  Leaders  and  his/her  promotion  opportunities). 

These  similar  findings  indicate  the  predominance  of  these 
factors  in  the  career  decisions  of  Air  Force  enlisted  per¬ 
sonnel  and  should  figure  accordingly  in  policy  or  program 
decisions. 

As  with  any  research,  the  results  of  this  effort  may 
have  raised  more  questions  than  it  answered.  Consequently, 
the  authors  recommend  that  research  be  continued  in  the 
area  of  predicting  career  intent/turnover  in  the  Air  Force. 

With  forecasts  of  dwindling  numbers  of  qualified  men  in  the 
future,  a  better  understanding  of  individual  needs,  attitudes, 
and  opinions  Is  necessary  so  that  tha  Air  Force  can  success¬ 
fully  compete  with  the  other  military  services  and  civilian 
Industry  for  this  valuable  resource.  Toward  this  end,  the 
authors  recommend  building  a  survey  designed  to  measure  those 
areas  that  have  been  shown  to  predict  career  Intent.  The 


survey  might  Include  questions  designed  to  measure  attitudes 
and  opinions  associated  with  the  variables/models  presented 
in  Chapter  II. 

A  new,  updated  AFQOL  survey  is  scheduled  for  distri¬ 
bution  sometime  in  1982.  A  three-way,  comparative  study 
involving  the  1977,  1980,  and  1982  AFQOL  data  bases  should 
reveal  new  insights  tnto  predtcttng  an  Air  Force  Member's 
career  intent. 
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APPENDIX  A 

QUALITY  OF  AIR  FORCE  LIFE  SURVEYS  FOR  1977  AND  1980 
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LEADERSHIP/*.’!  3T!V AXIOM  DIVISION 
HUMAN  RESOURCES  DEVELOPMENT 
OinECTORATE  OF  PERSONNEL  PLANS 
HQ  UfiHEO  STATES  AIR  FORCE 


USfiF  SCM  77-27 
MARCH  1977 


2.  Your  survey  administrator  will  provide  you  with  a  2-letter  code  t$r  your 
base.  Mark  the  first  letter  of  this  code  ...  item  1  and  the  second  letter 
in  item  2  of  your  answer  sheet. 


What  is  your  present  active  duty  grade? 


A. 

Colonel 

1. 

Senior  Master  Serge/ nt 

D. 

Lieutenant  Colonel 

J. 

Matter  Sergeant 

C, 

Major 

K. 

Technical  Sergeant 

D. 

Captain 

L. 

Staff  Sergeant 

E. 

First  Lieutenant 

M. 

Sergeant 

r. 

Second  Lieutenant 

tl. 

Senior  Airman 

a. 

Warrant  Officer 

0. 

Airman  First  Class 

H. 

Chief  Master  Sergeant 

P. 

Airman 

0. 

Airman  Basie 

What  is  your  command  of  assignment 
records)? 

(the  ce 

■meed  that  maintains  your  personnel 

A. 

Alaskan  Air  Command 

N. 

Air  Force  Data  Automation  Agency 

D. 

U.S.  Air  Force  Academy 

0. 

Headquarters  Command 

c. 

Aerospace  Defense  Command 

P. 

Military  Alrliit  Command 

D. 

U.S.  Air  Forces  in  Europe 

0- 

Pacific  Air  Forces 

e. 

Air  Force  Accounting  and 

R. 

Strategic  Air  Command 

Finance  Center 

S. 

Tactical  Air  Command 

p. 

Air  Force  Logistics  Command 

T. 

USAF  Security  Service 

c. 

Air  Fo-se  Systems  Command 

U. 

Air  Force  Military  Personnel  Center 

H. 

Air  Reserve  Personnel  Canter 

V. 

Air  Force  Inspection  and  Safety 

I. 

Air  Training  Command 

Center 

J. 

Air  University 

w. 

Air  Force  Audit  Agency 

K. 

Headquarters  Air  Force  Reserve 

X. 

Air  Force  Office  of  Special 

L. 

Headquarters  USAF 

Investigations 

M. 

Air  Force  Communications  Service  Y. 

Other 

Now  much  total  active  federal  military  service  h ave  you  completed? 


A. 

Loss  than  1 

yea* 

0. 

16 

years 

but 

less 

than 

17 

B. 

1  year  but  less  than  2 

R. 

17 

years 

but 

less 

than 

18 

C. 

2  years  but 

lo-s 

than 

3 

S. 

18 

years 

but 

less 

than 

19 

D. 

3  years  but 

ie  rs 

than 

4 

T. 

19 

years 

but 

less 

than 

20 

E. 

4  years  but 

loss 

than 

5 

U. 

20 

years 

but 

less 

than 

21 

F. 

5  years  but 

less 

than 

6 

V. 

21 

years 

but 

less 

than 

22 

G. 

6  years  but 

less 

than 

7 

W. 

22 

years 

but 

less 

than 

23 

II. 

7  years  but 

less 

than 

8 

X. 

23 

years 

but 

loss 

than 

24 

I. 

8  years  but 

loss 

than 

9 

Y. 

24 

years 

but 

less 

than 

25 

J. 

9  years  but 

less 

than 

10 

*. 

25 

years 

but 

less 

than 

26 

K. 

10  years  but  less  than 

11 

1. 

26 

years 

but 

less 

than 

27 

L. 

11  years  but  loss 

than 

12 

2. 

27 

years 

or  more 

M.  12  years  but  less  than  13 

N.  13  years  but  less  than  14 

O.  14  years  but  less  than  IS 

P.  IS  years  but  luss  than  16 


What  is  your  highest  level  of  education  now  (include  accepted  GEO  credits)? 

A.  Some  high  school  ( lid  not  graduate) 

0.  High  school  graduate  (r.o  college) 

C.  Trade  or  technical  school  (no  college) 

D.  Some  college,  hut  less  than  one  year 

E.  One  year  college,  but  less  than  two 

r.  Two  years  college,  but  less  than  three  (including  two-year  associate  degree) 
C.  Throo  years  or  nore  college,  no  degree 
tl.  Registered  nurse  diploma  program 

I.  Collcgo  degree  (CS,  BA,  or  equivalent,  except  LL.B) 

J.  Graduate  work  beyond  bachelor  degree  (no  master's  degree) 

K.  Master's  degree 

L.  Postgraduate  work  beyond  master's  degree 

M.  Doctorate  degree  (includes  LL.B,  J.D. ,  C.3.S.,  M.O.,  and  O.V.M. 
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7.  What  is  your  marital  status? 

A.  Married  and  spouse  is  not  a  member  of  a  military  service 
0.  Married  and  spouse  is  a  member  of  a  military  service 

C.  Mover  been  married  •  • 

D.  Divorced  and  not  remarried 

E.  Legally  separated 
r.  Widower/widow 


8.  was  (or  is)  your  father  a  career  military  member? 

A.  No 

B.  res 


9.  Are  you  a  regular  or  reserve  officer? 

A.  Not  applicable,  1  am  enlisted 

B.  Reserve 

C.  Regular 


10.  What  was  the  source  of  your  commission? 

A.  Not  applicable,  I  am  enlisted 

B.  OTS 

c.  ocs 

O.  ROTC 
E.  AECP 

P.  Aviation  Cadet 

C.  Navigation  Cadet 
II.  USAFA 

I.  USMA 

J.  USMA 

K.  Other 


11.  How  many  dependents  do  you  have?  Do  not  include  yourself. 

A.  None 

B.  One 

C.  Two 
0.  Three 

E.  Four 

F.  Five 

G.  Six 

H.  Seven 

I.  Eight  or  more 


12.  Which  one  of  the  following  do  you  consider  yourself? 

A.  Black 

0.  Spanish  Speaking  Origin  (Cuban,  Puerto  Rican,  Mexican  American,  Spanish 
Descent) 

C.  American  Indian 

D.  Asian  Origin  (Chinese,  Japanese,  Forean,  rllipino  or  Asian  American) 

E.  White  (Other  than  Spanish  Speaking  Origin) 

F.  Other 


12.  What  is  your  sex? 

A.  Halo 

B.  Pena le 
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14.  Which  one  of  the  following  beat  describes  your  attitude  toward  staking  the 
Air  force  a  career? 

A.  Definitely  intend  to  make  the  Air  Force  a  career 

B.  Host  likely  will  maka  tha  Air  Force  a  career 

C.  Undecided 

D.  Host  likely  will  not  make  the  Air  Force  a  career 

E.  Definitely  do  not  intend  to  make  the  Air  Force  a  career 


IS.  Enter  the  code  for  the  first  digit  of  your  duty  Air  Force  Specialty  Code 
(AFSC)  opposite  item  IS  on  your  answer  sheet. 


A.  0 

B.  I 

C.  2 

D.  3 

E.  4 


F.  5 

G.  6 

H.  7 

i.  a 

j.  » 


16.  Enter  the  eodc  for  the  second  digit  of  your  duty  AFSC  opposite  item  16  on 
your  answer  sheet. 


A.  0 

a.  l 

c.  2 

D.  3 

E.  4 


17.  Enter  the  code  for  the 
your  answer  sheet. 

A.  0 

a.  l 

C.  2 

D.  3 

E.  4 


r.  s 

G.  6 

H.  7 
i.  a 
J.  9 


third  digit  of  your  duty 


F.  S 
C.  6 
H.  7 

z.  a 

J.  9 


AFSC  opposite  item  17  on 


18.  What  is  your  current  primary  aeronautical  rating? 


A.  Pilot 
D.  Navigator 

C.  Flight  Surgeon 

D.  Other  aeronaut i 'll  rating 
R.  Nonratod 


19.  wnat  shift  do  you  normally  work7 

A.  Day  shift 
0.  Swing  shift 
C.  Graveyard  shift 
0.  Rotate  shifts 
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The  following  four  questions  address  t'  subjects  of  economic  standard  and 
security.  Please  rate  the  deqree  of  i.  por ranee  of  these  concepts  to  you  and  your 
degreo  of  satisfaction  with  them  based  on  the  descriptions  shown  below: 

ECONOMIC  STANDARD :  Satisfaction  of  basic  human  needs  such  as  food,  shelter, 
clothing;  the  ability  to  maintain  an  acceptable  standard  of  living. 

20.  What  degree  of  importance  da  you  attach  to  the  above?  (Select  one  of  the 
seven  points  on  the  importance  scale) 

A . B . C . D . E . F . C 

Moderate  High  Very  High 

Importance  Importance  Importance 


21.  To  what  degree  are  you  satisfied  with  the  ECONOMIC  STANDARD  aspects  of  your 
life?  (Select  one  of  the  seven  points  on  the  satisfaction  scale) 

A . B . C . D.....E . F . C 

Uighly  Highly 

Dissatisfied  Neutral  Satisfied 


ECONOMIC  SECURITY :  Guaranteed  employment;  retirement  benefits;  insurance; 
protection  tor  self  and  family. 


22.  what  degree  of  importance  do  you  attach  to  the  above? 

A . B . C . D . E _ F . G 

Moderate  High  Very  High 

Importance  Importance  Importance 


23.  To  what  degree  are  you  satisfied  with  the  ECONOMIC  SECURITY  aspects  of  your 
life7 

A . B . C . D . E . F . G 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 


24.  Do  you  hold  a  second  job? 

A.  No 
Yes,  I  work 

B.  1-5  hours  per  week 

C.  6-10  hours  per  week 

D.  11-20  hours  per  week 

E.  21-30  hours  per  week 

F.  over  30  hours  per  week 


25.  Does  your  spouse  work? 

A.  Not  applicable,  I  am  not  married  or  I  am  legally  separated 
1  am  married  and  my  spouse 

0.  Resides  with  me,  and  has  a  paying  job 

C.  Resides  with  re,  ar.d  docs  not  work 

D.  Docs  not  rusidc  with  me,  and  has  a  paying  job 

E.  Docs  not  reside  with  me.  and  dees  not  work 


26.  The  main  reason  that  I  have  a  second  job,  and/or  that  ay  spouse  works  is  that 
we  have  to  in  order  to  make  ends  neet. 

A.  Not  applicable 

B.  Strongly  disagree 

C.  Disagree 

D.  Undecided 

E.  Agree 

r.  Strongly  agree 


27.  Do  you  or  your  dependents,  if  any,  currently  receive  Federal,  state,  county, 
civic,  or  community  (public)  assistance? 

A.  No 

B.  Yes,  food  stamps  only 

C.  Yes,  monetary  payments  only 

D.  Yes,  food  only 

E.  Yes,  combination  of  the  above 

F.  Yes,  other 


28.  Are  you  now  eligible  for  and  do  you  recoivo  food  stamps? 

A.  I  am  not  eligible  for  food  stamps 

B.  I  am  eligible  for  food  stamps  but  do  not  use  them 

C.  1  am  now  receiving  and  using  food  stamps 

D.  1  do  not  know  if  1  am  eligible  for  food  stamps;  but,  X  would  not  use  them 
if  I  were  eligible 

E.  X  do  not  know  if  X  am  eligible  for  food  stamps;  but  I  would  use  them  if 
X  were  eligible 


29.  How  do  you  think  your  military  pay  (including  all  allowances  and  fringa 
benefits)  compares  with  pay  in  civilian  employment  for  similar  work? 

A.  Military  pay  is  far  higher  than  civilian 

B.  Military  pay  is  somewhat  higher  than  civilian 

C.  Both  about  equal 

D.  Military  pay  is  somewhat  less  than  civilian 

E.  Military  pay  is  far  less  than  civilian 


30.  If  I  left  the  Air  Force  tomorrow,  x  think  it  would  be  very  difficult  to  get 
a  job  in  private  industry  with  pay,  benefits,  duties,  and  responsibilities 
comparable  with  those  of  my  present  job. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 
o.  Agree 

E.  Strongly  agree 


31.  The  Air  Force  is  providing  enough  information  to  its  members  to  permit  them 
to  determine  tho  current  status  of  actions  which  may  impact  on  their  fringe 
benefits  (commissary,  retirement,  medical  care,  etc.) 

A.  Strongly  disagree 
8.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


The  following  is  a  list  of  some  Air  Force  benefits.  Using  the  scale  shown  below, 
please  indicate  the  importance  of  each  benefit  to  you  and  your  family  now.  Be 
sure  the  item  number  on  your  answer  sheet  is  the  same  as  the  item  number  you  are 
answering  on  the  survey  booklet. 


low  Medium  High  Undecided, 

Importance  Importance  Importance  Don't  know 


32. 

30-days  annual  leave 

A 

B 

c 

D 

E 

r 

C 

H 

33. 

Base  exchange 

A 

B 

c 

D 

E 

r 

C 

H 

34. 

Base  housing 

A 

B 

c 

D 

E 

r 

C 

H 

35. 

Military  hospitals 

A 

B 

c 

D 

E 

p 

c 

H 

36. 

Commissary 

A 

B 

c 

D 

E 

p 

c 

H 

37. 

CHAMPUS 

A 

B 

c 

D 

E 

p 

c 

H 

38. 

Legal  assistance 

r 

A 

B 

c 

D 

E 

p 

c 

H 

39. 

Education  and  training 

A 

B 

c 

D 

E 

p 

c 

H 

40. 

Survivor  benefits 

A 

B 

c 

D 

E 

r 

c 

H 

41. 

Dependents  indemnity 
compensation 

A 

B 

c 

D 

E 

F 

c 

H 

42. 

Retirement 

A 

B 

c 

D 

E 

P 

c 

H 

43. 

Travel  and  transportation 
entitlements 

A 

B 

c 

D 

E. 

F 

c 

II 

44. 

Income  tax  advantage 

A 

B 

c 

D 

E 

F 

c 

II 

45. 

Insurance  discounted 

A 

B 

c 

D 

E 

F 

c 

H 

46. 

Recreation  facilities 

A 

B 

c 

D 

E 

F 

c 

H 

47. 

Veterans  benefits  (Cl  Dill, 
etc. ) 

A 

0 

c 

D 

E 

F 

0 

H 
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Listed  below  are  a  number  of  factors  which  have  been  associated  with  favorable 
attitudes  toward  an  Air  Force  careor. 

FAVORABLE  FACTORS 

A.  Opportunity  for  training  and  education  in  the  Air  Force 

B.  My  Air  Force  job  (challenging,  provides  sense  of  aceorplishment,  etc.) 

C.  Pay  and  allowances 
0.  Uousing 

E.  Promotion  system  and  opportunity 

F.  Fringe  benefits  (medical  and  dental  care,  BX,  commissary,  etc.) 

G.  Leadership  and  supervision  in  the  Air  Force 

H.  Travel  and  new  experiences 

X.  Have  *say*  in  future  assignments 

J.  Security  of  Air  Force  life 

K.  Air  Force  policies  and  procedures 

L.  The  retirement  system 

M.  Opportunity  to  serve  my  country 

N.  Some  other  factor 

O.  X  do  not  intend  to  make  the  Air  Force  a  career 


48.  Select  the  one  factor  which  TODAY  would  influence  you  the  most  to  make  the 
Air  Force  a  career. 


Listed  below  are  a  number  of  factors  which  have  been  associated  with  unfavorable 
attitudes  toward  an  Air  Force  careor. 

UNFAVORABLE  FACTORS 

A.  Family  separation 

B.  My  Air  Force  job  (little  challenge,  little  sense  of  accomplishment,  etc.) 

C.  Pay  and  allowances 

D.  Housing 

E.  Promotion  selection  system 

F.  Promotion  opportunity 

G.  Fringe  benefits  (medical  and  dental  care.  BX.  commissary,  etc.) 

H.  Leadership  anu  supervision  in  the  Air  Force 

I.  Frequent  PCS  neves 

J.  Little  'say*'  in  future  assignments 
X.  insecurity  of  Air  Force  life 

L.  The  people 

M.  Air  Force  policies  and  procedures 

N.  Some  other  factor 

O.  Nothing  unfavorable 

4S.  Select  the  one  factor  which  TODAY  would  influence  you  the  most  NOT  to  make 
the  Air  Force  a  career. 


SO.  An  Air  Porce  baso  is  a  desirable  place  to  live. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


Please  rate  the  degree  of  importance  of  free  time  to  you  and  your  degree  of 
satisfaction  with  it  based  on  the  following  description! 

FREE  TIME:  Amount,  use,  and  scheduling  of  free  time  alone,  or  in  voluntary 
associations  with  others;  variety  of  activities  engaged  in. 


SI.  What  degree  of  importance  do  you  attach  to  the  above? 


A . B . C . 0 . E . F . C 

Moderate  High  Very  High 

Importance  Importance  Importance 


52.  To  what  degree  arc  you  satisfied  with  the  FREE  TIKE  aspects  of  your  life? 

A . 8 . C . D . E . F . G 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 


S3.  What  percent  of  your  friends  .are  Air  Force  members? 


A. 

B. 

D. 

E. 

F. 

G. 


Hone 

1— 19s 

20-35% 

40-59% 

60-791 

80-99% 

All 


The  following  is  a  list  of  Federal  holidays: 


1  Jan  77 
16  Feb  77 
31  May  76 
4  Jul  76 
6  Sep  76 


New  Year's  Day 
President's  Day 
Memorial  Day 
Independence  Day 
Labor  day 


11  Oct  76  -  Columbus  Day 
25  Oct  76  -  Veterans'  Day 
25  Mov  76  -  Thanksgiving  Day 
25.  Dec  76  -  Christmas  Day 


54.  During  the  past  year  how  many  of  these  nine  holidays  were  you  not  able  to 
take  off  because  you  were  required  to  be  at  work  in  a  £uty  status? 


A.  0  days 

B.  1  day 

C.  2  days 

D.  3  days 

E.  4  days 


F.  5  days 

G.  6  days 

H.  7  days 

I .  8  days 

J.  9  days 


Please  rate  the  degree  of  importance  of  your  work  to  you  and  your  degree  of 
satisfaction  with  it  based  on  the  following  description: 

work :  Doing  work  that  is  personally  meaningful  and  important;  pride  in  my  work 
job  satisfaction;  recognition  for  my  efforts  and  my  accomplishments  on  the  job. 


55.  What  degree  of  importance  do  you  attach  to  the  above? 

A . 0 . C . 0 . S . P . C 

Moderate  High  Very  High 

Importance  Importance  Importance 


56.  To  what  degree  are  you  satir'ied  with  tho  work  aspects  of  your  lifo? 

A . D . C . D . E . F . C 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 
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Which  ono  of  tho  following  shows  how  much  of  the  tin#  you  feel  satisfied 
with  your  job? 

A.  All  tho  tin* 

B.  Host  of  tho  tine 

C.  A  good  deal  of  tho  time 
0.  About  half  of  tho  time 

E.  Occasionally 

F.  Seldom 

C.  Nsvor 

St.  Choose  the  one  of  the  following  statements  which  best  tells  how  well 
you  like  your  job. 

A.  X  hate  it 

B.  I  dislike  it 

C.  X  don't  like  it 

0.  I  am  indifferent  to  it 

E.  I  like  it 

F.  X  am  enthusiastic  about  it 

G.  I  love  it 

59.  Which  one  of  the  following  best  tells  how  you  feel  about  changing  your  job? 

A.  I  would  quit  this  job  at  once  if  X  could 

B.  I  would  take  almost  any  other  job  in  which  I  could  earn  as  much  as  X  am 
earning  now 

C.  I  would  like  to  change  both  my  job  and  my  occupation 

D.  I  would  like  to  exchange  my  present  job  for  another  one 

E.  I  am  not  eager  to  change  my  job,  but  X  would  do  so  if  X  could  get  a 
better  job 

F.  I  cannot  think  of  any  jobs  for  which  X  would  exchange 

G.  X  would  not  exchange  my  job  for  any  other 

60.  which  ana  of  tho  following  shows  how  you  think  you  compare  with  other  people? 

A.  No  one  likes  his  job  better  than  X  like  mine 

B.  X  like  my  job  much  better  than  most  people  like  theirs 

C .  I  like  my  job  better  than  most  people  like  theirs 

D.  I  like  my  job  about  as  well  as  most  people  like  theirs 

E.  1  dislike  my  job  more  than  most  people  dislike  theirs 

F.  I  dislike  my  job  mueh  more  than  most  people  dislike  theirs 

G.  No  one  dislikes  his  job  more  than  1  dislike  mine 

Listed  below  are  six  characteristics  which  could  be  present  on  any  job.  Using  the 
scale  below,  indicate  the  degree  to  which  you  would  like  to  have  each 
characteristic  present  in  your  job. 


.  Moderate  Extremely 

or  Less  Mich  Hinh 


61. 

Stimulating  and  challenging  work 

A 

D 

C 

D 

E 

F 

C 

62. 

Chances  to  oxorcise  independent  thought  and 
action  in  my  job 

A 

B 

C 

D 

E 

F 

C 

61. 

Opportunities  to  learn  new  things 

from  my  work 

A 

B 

c 

T* 

E 

F 

c 

64. 

Opportunities  to  be  creative  and 
in  my  work 

imaginative 

A 

B 

c 

0 

E 

F 

c 

65. 

Opportunities  for  personal  growth 
duvclopmant  in  my  job 

and 

A 

B 

c 

0 

E 

F 

c 

66.  A  sens o  of  worthwhile  accomplishment  in  my  work  . 


A  8 


COE  F  C 


67.  Which  one  <j£  the  following  factors  do  you  consider  the  nost  essential  for 
having  a  satisfying  job? 

A.  Challenging  work 

B.  Recognition  for  my  work 

C.  Sense  of  achievement 

0.  Encouragement  to  use  initiative  and  creativity 

E.  Having  responsibility  for  a  job  * ' 

F.  Having  a  good  supervisor 


6E.  How  do  you  evaluate  your  present  Air  Farce  job? 

.A.  Not  at  all  challenging 
3.  Not  very  challenging 

C.  Somewhat  challenging 

D.  Challenging 

E.  Very  challenging 


69.  My  present  job  makes  good  use  of  ray  training  and  ability. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


70.  Do  you  think  your  present  job  is  preparing  you  to  assume  future  positions 
of  greater  responsibility? 

A.  Definitely  no 

B.  Probably  no 

C.  Undecided 

D.  Probably  yes 

E.  Definitely  yes 


71.  For  your  next  assignment,  do  you  want  a  job  which  has  greater  responsibility 
than  your  current  job? 

• 

A.  .  definitely  no 

B.  Probably  no 

C.  Not  sure 

D.  Probably  yes 

E.  Definitely  yes 


7*.  Do  you  feel  that  the  work  you  are  now  doing  is  appropriate  to  the  grade  you 
hold  i 

A.  My  grade  is  much  too  high  for  the  work  I  am  doing 

B.  My  grade  is  somewhat  too  high  for  the  work  I  am  doing 

C.  My  grade  is  about  right  for  the  wort  I  am  doing 

D.  My  grade  is  somewhat  too  low  for  the  work  I  am  doing 

E.  l-sy  grade  is  much  too  low  Cor  the  work  I  am  doing 


77.  what  in  your  estimate  of  tho  average  number  of  hours  per  week  you  spend  on 
the  job? 

A.  Less  than  26  hours 

B.  21  -  25 

C.  26  -  40 

D.  41  -  45 

E.  46  -  SO 

F.  51  -  55 
C.  56  -  60 

II.  More  than  60 
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74.  The  Air  Fotcc  rcquiros  me  to  participate  in  too  many  activities  that  are  not 
related  to  ray  job. 

A.  Strongly  disagree 

D.  Disagree 

C.  Undecided 

D.  Agree .  , 

E.  Strongly  agree 


75.  Air  Force  members  should  take  more  interest  in  mission  accomplishment  and 
less  interest  in  their  personal  concerns. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 
0.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

C.  Strongly  agree 


76.  I  wish  that  more  Air  Force  members  had  a  genuine  concern  for  national 
security. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  undecided 

E.  Inclined  to  agree 

F.  Agree 

G.  Strongly  agree 


Listed  below  arc  10  concepts  which  can  be  related  to  your  Air  Force  life- 
(questions  77-86).  .  Rank  them  in  order  of  their  importance  to  you.  Example: 

If  you  believe  that  “A  comfortable  life"  (number  77)  is  the  most  important  to  you 
of  the  10  concepts,  you  would  mark  an  “A*  for  question  77  on  your  answer  sheet. 

If  you  believe  that  “loyalty*  is  the  second  most  important  concept,  you  would  mark 
a  *B“  for  question  81  on  your  answer  sheet.  Continue  ranking  until  you  have 
marked  a  *J"  for  the  concept  of  least  importance  to  you. 


A. 

B. 

C. 

D. 

E. 


Most  important 


Fifth  most  important 


F. 

G. 

H. 

I. 

J. 


Sixth  most  important 


Least  important 


77.  A  comfortable  life  (a  good  salary,  few  worries  about  money) 


78.  A  sense  of  accomplishment  (making  a  meaningful  contribution) 

79.  Family  security  (taking  care  of  my  family) 

80.  individual  Crccdom  (independence,  being  free  to  chooso) 

HI.  Loyalty  (dedication  to  military  and  its  mission) 

82.  Personal  recognition  (having  personal  accomplishments  recognized  and 
rewarded) 


83.  National  security  (protection  from  attack,  an  effective  military) 

84.  Integrity  (absolute  honesty,  devotion  to  duty) 

85.  Trust  (being  able  to  depend  on  those  around  me,  including  my  leaders,  my 
peers,  and  my  subordinates) 


86.  Job  satisfaction  (doing  work  that  I  like) 
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Please  rate  the  degree  of  importance  of  lcadership/supervision  to  you  and  your 
degree  of  satisfaction  with  it  based  on  the  following  description: 

LEADERSHIP/SUPERVISION:  My  supervisor  has  ry  interests  and  that  of  the  Air  Force 
at  heart:  r.cops  mo  mtorraeds  approachable  and*  helpful  rather  than  critical;  good 
knowledge  of  the  job. 

87.  What  degree  of  importance  do  you  attach  to  the  above?  (Select  one  of  the 
seven  points) 

a . b . c . d . e . r . e 

Moderate  High  Very  High 

Importance  Importance  Importance 


88.  To  what  degree  are  you  satisfied  with  the  LEADERS)!! P/SUPERVISION  aspects 
of  your  life?  (Select  one  of  the  seven  points) 

A . B . C . D . E . F . G 

Highly  Highly 

Dissatisfied  Heutral  Satisfied 


89.  What  is  your  opinion  of  the  leadership  ability  of  your  immediate  supervisor? 

A.  Excellent 

B.  Above  average 

C.  Average 

D.  Below  average 

E.  Poor 


90.  What  is  your  opinion  of  the  quality  of  leadership  in  the  Air  Force? 

A.  Excellent 
8.  Above  average 

C.  Avcrago 

D.  Below  average 

E.  Poor 

91.  The  high  degree  of  responsibility  assigned  to  younger,  lower  ranking 
Air  Force  members  places  too  great  a  strain  upon  them. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

G.  Strongly  agree 

Of  the  following  descriptions  of  discipline,  select  the  one  which  most  nearly 
corresponds  to  your  definition  of  what  discipline  should  be  on  the  part  of  an 
individual  in  a  peacetime  Air  Force. 

92.  Discipline  is  the  willingness  of  the  individual  to: 

A.  Respond  quickly  and  without  question  to  the  direct  lawful  orders  of  a 
superior 

B.  Adapt  his  behavior  to  the  expectations  of  the  organisation 

C.  So l  t~«li  root  his  behavior  no  that  it.  helps  in  the  ace >mplishmcnts  of  the 
mission  ot  tnc  organisation. 

93.  What  is  your  opinion  of  discipline  in  today's  Air  ForcaF 

A.  Too  strict 

B.  Somewhat  strict 

C.  About  ,'ight 

D.  Somewhat  lenient 
C.  Tco  lenient 
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Listed  below  are  23  factors  or  policies  which  affect  Air  Force  personnel.  Using 
the  scale  listed  immediately  below,  please  rate  each  of  the  factors.  Mark  only 
one  response  for  each  item. 


A.  Standard  too  strict,  enforcement  too  strict 

B.  Standard  too  strict,  enforcement  aboat  right 

C.  Standard  too  strict,  enforcement  too  lax 

D.  Standard  about  right,  enforcement  too  strict 

E.  Standard  about  right,  enforcement  about  right 

F.  Standard  about  right,  enforcement  too  lax 

C.  Standard  too  lax,  enforcement  too  strict 
H.  Standard  too  lax,  enforcement  about  rigbt  - 
X.  Standard  too  lax,  enforcement  too  lax 

94.  Overall  personal  appearance. 

95.  Wear  of  the  uniform.  - 

96.  Haircuts. 

97.  Mustaches. 

96.  Beard  policy. 

99.  Military  courtesy  and  customs. 

100.  Personnel  weight  control  program. 

101.  what  ray  immediate  supervisor  expects  of  me. 

102.  My  commander's  policies  and  procedures. 

103.  Officer/enlisted  on-the-job  relationships. 

104.  Drills  and  ceremonies. 

105.  Respect  for  supervisors. 

10C.  Safety  procedures. 

107.  Working  hours. 

10C.  Leava  procedures. 

107.  Living  in  on-base  family  housing 

110.  Living  in  on-base  dormitories. 

111.  Quality  of  work  expected  on  the  job. 

112.  Ouantity  of  work  expected  on  the  job. 

11J.  Officer  supervisor/subordinate  relationships. 

114.  Enlisted  supervisor/subordinate  relationships. 

115.  Unit  raission  accomplishment. 

116.  Air  Force  life  in  general. 
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The  following  is  a  list  of  statements  about  leadership/supervision.  Please 
indicate  whether  you  agree  or  disagree  with  each  statement  using  the  scale  shown. 


Strongly 

Disagree 

Disaqrec 

Undecided 

Agree 

Strongly 
Aq  ree 

117. 

The  Air  Force  docs  a  good  job 
of  keeping  me  informed  about 
what  is  going  on. 

A 

8 

C 

0 

E 

IIS. 

More  supervision  of  member 
performance  and  behavior  is 
needed  at  lower  levels  within 
the  Air  Force. 

A 

B 

c 

0 

E 

119. 

Persons  in  my  work  group 
encourage  each  other  to  work 

as  a  team. 

A 

8 

c 

D 

E 

j20. 

My  supervisor  tries  to  get  my 
ideas  before  making  decisions 
that  are  important  to  me. 

A 

8 

c 

D 

E 

121. 

Persons  in  my  work  group  offer 
each  other  new  ideas  for  solving 
job-related  problems. 

A 

8 

c 

D 

E 

122. 

My  supervisor  encourages  the 
people  in  my  work  group  to 
exchange  opinions  and  ideas. 

A 

B 

c 

0 

E 

121. 

I  would  say  that  the  lowest  level 
supervisors  in  my  organisation 
usually  have  enough  say  or 
influence  on  what  goes  on. 

A 

B 

c 

O 

E 

124. 

when  decisions  are  being  made 
in  my  organization,  the  persons 
who  will  be  affected  most  are 
asked  for  their  ideas. 

A 

B  * 

c 

O 

E 

125. 

Persons  who  do  not  supervise 
others  in  my  organization  have 
an  adequate  amount  of  say  or 
influence  on  what  goes  on. 

A 

8 

♦ 

c 

D 

E 

126. 

Information  is  usually  widely 
shared  in  my  organization  so 
that  those  who  make  the  decisions 
will  base  their  decisions  on  the 
best  available  know-how. 

A 

8 

c 

0 

E 

127. 

1  got  the  information  I  need  to 
do  my  job  in  the  best  possiblo 
way. 

A 

D 

c 

D 

E 

128. 

When  I  talk  to  people  in  my  work 
group,  they  pay  attention  to  whjt 
Z  am  saying. 

A 

8 

c 

D 

E 

129. 

Hy  supervisor  is  friendly  and 
easy  to  approach. 

A 

0 

c 

D 

E 

130. 

My  supervisor  pays  attention  to 
what  I  have  to  say. 

A 

8 

c 

D 

E 

129 


*31.  flow  often  do  you  an d  your  supervisor  get  together  to  set  your  personal 
performance  objectives! 

A.  Never 
D.  Seldom 

C.  Sor’otimos 

D.  Frequently 

E.  Very  frequently 

132.  How  often  are  you  given  feedback  from  your  supervisor  about  your  job 
performance? 

A.  Never 
8.  Seldom 

C.  Sometimes 
0.  Frequently 

E.  Very  frequently 

133.  Does  your  immediate  supervisor  give  you  recognition  for  a  job  well  done? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 

E.  Always 

134.  What  kind  of  influence  does  your  immediate  supervisor  have  on  your 
organization? 

A.  Very  favorable 

B.  Favorable 

C.  Neutral 

0.  Unfavorable 
E.  Very  unfavorable 

135.  Are  you  given  the  freedom  you  need  to  do  your  job  well? 

A.  Never 

B.  Seldom 

C.  Sometimes 
0.  Often 

C.  Always 

Plcaso  rate  the  degree  of  importance  of  the  concept  of  equity  to  you  and  your 
degree  of  satisfaction  w.'th  it  basad  on  the  following  description: 

EQUITY :  Equal  opportunity  in  the  Air  Force;  a  fair  chance  at  promotion ;  an  even 
break  in  my  job/assigament  selections. 


135.  What  degree  of  Importance  do  you  attach  to  the  above? 

A . B . C . D . E . F . C 

Moderate  Uigh  Very  nigh 

Importance  Importance  Importance 


137.  To  what  degree  arc  you  satisfied  with  the  EQUITY  aspects  of  your  life? 

A . B . C . 0 . C . F . C 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 

139.  An  individual  car.  :j->t  raoru  of  an  even  break  in  civilian  life  than  in  the 
Air  Force. 

A.  Strongly  dint.jrue 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 
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133.  The  Air  Force  promotion  system  is  effective  (i.e.,  the  best  qualified 
people  arc  generally  selected  for  prosotion) . 

A.  Strongly  disagree 
0.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

G.  Strongly  agree 


140.  What  of  the  following  best  represents  your  opinion  of  the  E-5/6/7  WAPS 
factors? 

A.  Wot  enough  weight  is  given  to  performance  reports 

B.  Hot  enough  weight  is  given  to  tests 

C.  Not  enough  weight  is  given  to  seniority 

0.  Not  enough  weight  is  given  to  decorations 

E.  Too  much  weight  is  given  to  performance  report s 

F.  Too  much  weight  is  given  to  tests 

G.  Too  much  weight  is  given  to  seniority 

H.  Too  rauen  weight  is  given  to  decorations 

I.  No  opinion 


141.  On  the  same  jobs  as  men.  do  Air  Force  women  tend  to  do  more,  less,  or  about 
the  same  amount  of  work? 

A.  Much  more 
U.  More 

C.  About  the  same 

D.  Less 

E.  Much  less 


142.  Ilow  does  your  supervisor  deal  with  your  women  cv-workcrs? 

A.  Hot  applicable,  there  arc  no  women  in  my  *oit 

My  supervisor  is  a  woman  and  sha: 

II.  Expects  more  from  the  wor.cn  workers  than  the  men 
C.  Treats  men  and  women  workers  the  same 

0.  Gives  women  workers  the  uasy  jobs,  and  the  nara  jobs  to  men 

My  supervisor  is  a  man  and  het 

K.  Expects  more  (ro  tne  women  workets  than  the  men 

F.  Treats  men  and  vomer  workers  the  ’aire 

C.  Gives  women  workers  the  easy  jobs,  and  the  hard  jobs  to  the  man 
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Please  rate  the  degree  of  importance  of  personal  growth  to  you  and  your  degree  of 
satisfaction  with  it  based  on  the  following  description: 

PERSONAL  GROWTH;  To  be  able  to  develop  individual  capacities,  cducation/training; 
making  full  use  of  my  abilities:  the  chance  so  further  my  potential. 


143.  What  degree  of  importance  do  you  attach  to’the  above? 

.C . D . E. 


A . B. 

Moderate 

Importance 


High 

Importance 


.F . G 

Very  High 
Importance 


144.  To  what  degree  are  you  satisfied  with  the  PERSONAL  GROWTH  aspects  of  your 
life? 


A . B<  . 

Highly 

Dissatisfied 

Neutral 

For 

the  most  part. 

how  suitable  for 

the 

NCO  Orientation 

Course  (Phase  I, 

A. 

Excellent 

B. 

Good 

C. 

Fair 

D. 

Poor 

E. 

Have  not  attended  the  course 

F. 

Not  applicable. 

I  am  an  officer 

.F . G 

Highly 

Satisfied 


146.  Overall,  my  attendance  at  the  UCO  Orientation  Course  (Phase  I,  NCO  PME)  was 
a  good,  useful  investment  of  my  time  and  effort. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

G.  Strongly  agree 

II.  Have  not  attended  the  course 
I.  Hot  applicable.  I  am  an  officer 


147.  Air  Force  training  programs  do  not  de  a  very  good  job  of  preparing  people 
to  get  along  with  other  people. 

A.  Strongly  disagree 
0.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 

• 

143.  Technical  School  Training  docs  not  do  an  adequate  job  of  preparing  an 
airman  for  his  first  duty  assignment. 

A.  Strongly  disagree 
D.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 

140.  Conic  Military  Training  docs  not  do  an  adequate  job  of  preparing  airmen 
for  their  first  duty  assignment. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 
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150.  Today*  s  Air  Force  traininq  prcgrar.s  should  devote  some  time  to  help  prepare 
people  to  get  along  with  each  other  better. 

A.  Strongly  disagree 
0.  Disagree 

C.  Undecided  «. 

D.  Agree 

E.  Strongly  agree 


151.  Il-iman  Relations  Education  courses  are  effective  in  bringing  about  better 
working  relations  on  the  job. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 

Please  rate  the  degree  of  importance  of  the  concept  of  personal  standing  to  you 
and  your  degree  of  satisfaction  with  it  based  on  the  following  description: 

PERSONAL  STANDING:  To  be  treated  with  respect;  prestige;  dignity;  reputation; 
status. 

152.  What  degree  of  importance  do  you  attach  to  the  above? 

A . B . C . D . E . F . G 

Moderate  High  Very  High 

Importance  Importance  Importance 


153.  To  what  degree  are  you  satisfied  with  the  PERSONAL  STANDING  aspects  of  your 
life7 

A . B . C . D . E . F . G 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 


154.  I  have  a  lot  of  respect  for  most  of  the  Senior  NCOS  (E7-E9)  X  know. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


155.  Recent  changes  in  Air  Force  personnel  programs  have  been  aimed  at  enhancing 
NCO  prestige.  Do  you  believe  these  clforts  will  be  successful? 

A.  Definitely  yes 
D.  Probably  yes 

C.  Undecided 

D.  Probably  no 

E.  Definitely  no 


l'„u.  The  prestige  of  the  military  has  declined  over  the  past  several  ycarr. 

A.  Strongly  disagree 
D.  Disagree 

C.  Undecided 

D.  Agree 

C.  Strongly  agree 
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157.  Most  of  the  Senior  tJCOs  (E7-E9)  understand  and  are  able  to  communicate  with 
the  people  who  work  with  them. 

A.  Strongly  disagree  , 

D.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


158.  Senior  NCOS  (E7-E9)  are  usually  given  jobs  with  less  responsibility  than 
they  should  have. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


I  Please  rate  the  degree  of  importance  of  health  to  you  and  your  degree  of 
!  satisfaction  with  it  based  on  the  following  description: 

i  HEALTH :  Physical  and  mental  well-being  of  self  and  dependents;  having  illnesses 
:  and  ailments  detected,  diagnosed,  treated  and  cured;  quality  and  quantity  of 
health  care  services  provided. 


1S9.  What  degree  of  importance  do  you  attach  to  the  above? 

A . B . C . D . E . F . C 

Moderate  High  Very  Hi,h 

Importance  Importance  Importance 


160.  To  what  degree  arc  you  satisfied  with  the  health  aspects  of  your  life? 

A . B . C . D . E . F . G 

Highly  Highly* 

Dissatisfied  Neutral  Satisfied  « 


161.  Generally,  how  satisfied  are  you  with  the  medical  care  you  received  ct 
military  medical  facilities  during  tho  past  12  month3? 

A.  Highly  dissatisfied 

B.  Dissatisfied 

C.  Neither  satisfied  nor  dissatisfied 
0.  Satisfied 

C.  Highly  satisfied 

F.  Not  applicable,  did  not  visit  military  medical  facility  in  past  12 
months 


162.  Generally,  hov  satisfied  a.’e  you  wit,,  the  medical  care  your  children 
received  in  military  medical  facilities  during  the  past  12  months? 

A.  lligh'y  ilisssctsfiml 

D.  Dissatisfied 

C.  Neither  satisfir".  not  dissatisfied 

D.  Satisfied 

K.  Highly  satisfied 

F.  Not  applicable 
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163.  Generally,  the  amount  of  time  X  have  had  to  wait  for  treatment  at  militar 
medical  facilitiea  during  the  past  12  months  has  been  reasonable. 

A.  Strongly  disagree 

B.  Oisagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 
r.  Hot  applicable 


164.  Generally,  medical  personnel  at  military  medical  facilitiea  are  pleasant 
and  concerned  about  patients. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 


16S.  Approximately  how  many  times  did  you  and/or  your  children  visit  a  militar* 
medical  facility  during  the  past  12  months. 

A.  None 

B.  1-4  times 

C.  5-8  times 

D.  9-12  times 

E.  More  than  12  times 
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1TED  STATES  Alii  FGiiCE 
QUALITY  CF  AIK  FDIiCE  LIFE 


ACTIVE  DUTY 


Alii 


SURVEY 


THIRD  EDITION 


Special  Instructions:  Items  one  ami  two  to; low  will  used  to  i-h-ni.  11/  /our  La***.- 
of  assignment.  Refer  to  paragraph  two  of  your  cov.  r  letter  to  1  ind  the  two- 
letter  code  for  your  base.  The  first  letter  will  he  the  response  choice  Tor  you 
to  mark  for  Item  one  on  your  answer  shec-t:  the  second  letter  will  he  the  c*i>.|»»use 
choice  for  you  to  mark  for  Item  two  on  your  answer  sheet.  Now  proceed  to  I  ten 
three  and  be  sure  that  your  answer  is  marked  in  the  appropriate  space  tor  Item 
three  on  your  answer  sheet. 


1 .  (Please  mark  the  answer  sheet  with  code  d-s<-r il.ed  above.  ) 


2 .  (Please  mark  the  answer  sheet  with  code 


3.  What  is  your  present  active  duty  grade? 


A.  Colonel  1. 

B.  Lieutenant  Colonel  .t. 

C.  Major  K. 

0.  Captain  (.. 

E.  First  Lieutenant  M. 

F.  Second  Lieutenant  N. 

C.  warrant  Officer  0. 

H.  Chief  Master  Sergeant  P. 

0. 


4.  What  is  your  command  of  assignment  (the 
records)? 


A.  Alaskan  Air  Command  M. 

n.  U.S.  Air  Force  Academy  M. 

C.  U.S.  Air  Forces  in  r.uiope  0. 

D.  Air  Force  Accounting  and  P. 

Finance  Canter  Q. 

E.  Air  Force  Logistics  Command  *• 

F.  Air  Force  Systems  Command  s • 

o.  Air  Reserve  Peesonnel  Center  T* 

H.  Air  Training  Command 

I.  Air  Universtiv  0. 

J.  Headquarters  Air  Force  Reserve  v. 

K.  Headquarters  USAF 

L.  Air  Force  Communications  W. 

Command 


S.  How  much  total  active  federal  military 


A. 

Lass  than  1 

year 

B. 

1  year  but  less  than  2 

C. 

2  years  but 

less 

than  3 

n. 

3  years  but 

less 

than  4 

E. 

4  years  but 

less 

than  5 

F. 

5  years  but 

less 

than  6 

0. 

6  years  but 

less 

than  7 

H. 

7  years  but 

less 

than  3 

I. 

8  years  but 

less 

than  9 

J. 

9  years  but 

less 

than  10 

K. 

10  years  but 

less 

than  11 

r.. 

11  years  but 

less 

than  12 

M. 

12  years  but 

less 

than  13 

N. 

13  years  but 

less 

than  14 

0. 

P. 

0. 

R. 

S. 


T. 

II. 

V. 

W. 

X. 

Y. 


de sc r  il.ed  above .  ) 


Senior  Master  Sergeant 
Mauter  Sergeant 
Technical  Sergeant 
Staff  Sergeant 
Sergeant 
Sentnt  Airman 
Airman  first  Class 
Airmail 

Airman  basic 

command  that  maintains  your  personnel 


Air  Force  hula  Automation  Agency 

Military  Airlift  Command 

Pacific  Air  Forces 

Strategic  Air  Command 

Tactical  Air  Command 

Electronic  Security  Command 

Air  Force  Military  Personnel  Center 

Air  Force  Inspection  and  Safety 

Center 

Air  Force  Audit  Agency 
Air  Force  office  of  Special 
Invest igat ions 
Other 


service  Lave  you  completed? 


14  years  but 
10  yearn  but 

16  years  but 

17  years  but 

18  years  nut 

19  years  but 
2D  years  tint 

21  years  out 

22  years  but 

23  years  but 

24  years  liut 

25  years  but 

26  years  but 

27  years  or  1 


less 

than 

15 

less 

than 

16 

less 

than 

17 

less 

than 

13 

less 

than 

19 

less 

than 

20 

less 

than 

21 

less 

than 

;  2 

less 

than 

23 

less 

than 

24 

less 

than 

25 

less 

than 

26 

less 

than 

27 

ire 


1 

2 


6 


7. 


8. 


What  is  your  highest  level  of  education  now  (include  accepted  CEO  credits)?' 

A.  Some  high  school  (did  not  graduate) 

B.  High  school  graduate  (no  college) 

C.  •  Trade  or  technical  school  (no  college) 

0.  Some  college,  but  less  than  one  year 

E.  One  year  college,  but  less  than  two 

F.  Two  years  college,  but  less  than  three  (including  two-year  associate 
degree) 

G.  Three  years  or  more  college,  no  degree 

H.  Registered  nurse  diploma  program 

I.  College  degree  (OS,  BA,  or  equivalent,  except  C.(..BI 

J.  Graduate  work  beyond  bachelor  degree  (no  master's  degree) 

K.  Master's  degree 

L.  Postgraduate  work  beyond  master's  degree 

M.  Doctorate  degree  (includes  LI..  B ,  .1.0.,  o.n.s.,  M.D.,  and  D.V.M.) 
what  is  your  marital  status? 

A.  Married  and  spouse  is  not  a  member  of  a  military  service 

B.  Married  and  spouse  is  a  member  of  a  military  service 

C.  Never  been  married 

0.  Divorced  and  not  remarried 

E.  Legally  separated 

F.  Widower/widow 

What  was  the  source  of  your  commission? 

A.  Not  applicable,  I  am  enlisted 

B.  OTS 

C.  OCS 
0.  RCTC 

E.  Aviation  Cadet 

F.  Navigation  Cadet 

G.  USAFA 

H.  USMA 

I .  USNA 

J.  Other 


9.  Which  one  of  the  following  do  your  consider  yourself? 

A.  Black 

8.  Spanish  Speaking  Origin  (Cuban,  Puerto  Rican,  Mexican  American, 
Spanish  Descent) 

C.  American  Indian 

0.  Asian  Origin  (Chinese,  Japanese,  Korean,  Pilipino,  or  Asian  American) 

E.  White  (Other  than  Spanish  Speaking  Origin) 

F.  Other 

10.  What  is  your  sex? 

a,  Male 

B.  Female 
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11.  Which  on*  of  th*  following  best  describes  your  attitude  coward  making  the 
Air  Fore*  a  career? 

A.  Definitely  intend  to  make  the  Air  Force  a  career 

8.  Most  likely  will  make  the  Air  Force  a  career 

C.  Undecided 

D.  Most  likely  will  not  make  the  Air  Force  a  career 

B.  Definitely  do  not  intend  to  make  the  Air  Force  a  career 

12.  At  th*  time  vou  cam*  on  active  duty  in  the  Air  Force,  which  on*  of  the 
following  best  describes  th*  attitude  you  had  toward  making  th*  Air  Force  a 
career? 


A.  Definitely  intended  to  make  the  Air  Force  a  career 

B.  Was  inclined  toward  making  the  Air  Force  a  career 

C.  Was  undecided 

D.  Was  not  inclined  toward  an  Air  Force  career 

B.  Definitely  did  not  intend  to  make  the  Air  Force  a  career 

13.  Which  Of  the  following  best  describes  your  attitude  toward  retirement  at 
20  years  of  military  service? 

A.  Not  applicable  have  over  20  years  service 

B.  Definitely  will  remain  on  active  duty  beyond  20  years 

C.  Probably  will  remain  on  active  duty  beyond  20  years 

D.  Undecided 

E.  Probably  will  retire  at  or  soon  after  reaching  20  years 

F.  Definitely  will  retire  at  or  soon  after  reaching  20  years 

G.  I  will  probably  leave  the  service  before  20  years  of  service 

14.  When  does  y  jr  active  duty  service  cosusitment  expire? 

A.  No  active  duty  service  commitment 

B.  tn  less  than  l  year 

C.  In  greater  than  1  year  but  less  than  2  years 

D.  In  greater  than  2  years  but  less  than  3  years 

E.  In  greater  than  3  years 

15.  How  often  do  you  think  about  quitting  the  Air  Force? 


A.  Never 

B.  Rarely 

C.  Sometimes 

D.  Often 

E.  Constantly 


16.  Enter  the  cod*  for  th*  f irst  digit  of  your  duty  Air  Force  Specialty  Code 
(AFSC)  opposite  item  16  on  your  answer  sheet. 


\.  O  F. 

B.  1  G. 

C.  2  H. 

D.  3  t. 

E.  4  J. 

17.  Enter  th*  cod*  for  th*  second  digi 
your  answer  sheet. 

A.  0  F. 

B.  1  C. 

C.  2  H. 

D.  3  I. 

E.  4  J. 


5 

6 

7 

8 
9 

of  your  duty  AFSC  opposite  item  17  on 


5 

6 

7 

8 
9 
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18.  Ent*r  thn  cod*  for  th*  thud  digit  or  y  nm  dm/  Ai :  <  ■  |l'»-.iii/  it«n  i  '«  on 
your  answer  ohwvt. 


A.  0 

D.  1 

C.  2 

0.  3 

E.  4 


I  , 


n.  r. 

II.  7 

r.  ;; 

j.  o 


19. 


What  is  your  currant  primary  aetnnaut teal  rat  mu/ 


A.  Pilot 

B.  Navigator 

C.  Flight  Surgeon 

D.  Other  aeronautical  rating 

E.  Non  rated 


The  following  guest  wins  address  the  -.ui.  «n  r  c.'.ii<mic  standard  ami  security. 

Pleas*  rat*  your  degree  o  i  aat  i  *fjcr  i.-u  with  Mh;ih  i.wnmJ  «.n  the  descriptions  shown 
below. 

ECONOMIC  STANDARD:'  :i*t isCact  ion  of  bmiii:  human  ncodr.  such  us  food,  sh«lt*r, 
c ioch  ing ;  tne  aoTlity  to  maintain  an  accept/d;  lu  standard  of  living. 

20.  To  what  degree  /.re  you  satisfied  with  tie  I'/'fir:/  M  If  STANDARD  aspects  of  your 
life:  (Select  on*  of  the  seven  points  on  the  sjt  isuct  ion  scale.) 

A  ...  P  ...  C  ...  I«  ...  r  ...  i  .  .  .  c 


Highly  Noutral  Highly 

Dissatisfied  .Satisfied 

21.  Mont  of  the  tin.*  my  military  service  jay  in  a.uguatv  to  cover  the  basic 
exjiensos  with  at  least  a  little  left  t»v.,-r. 

A.  Stranqly  disaqree 
0.  Disagree 

C.  Sliahtly  disaaroe 
n.  Neither  imo.;  or  <1  is jcj rue 

F..  Slightly  Joree 

F.  Agree 

G.  Strongly  a.;  no 

22.  In  the  future  I  t.i*l  ivve  ir.y  miiit..rv  incHtf  mil  ;  • . .  v  i .  i.  •  iu-  with  un  acceptable 
"standard  of  living 


A.  Strongly  disagree 

D.  Disaqrue 

C.  Si  ighc  ly  d  isagr<  .• 

D.  Neither  agree  Of  ilis.uiri"' 

E.  Slightly  agree 

F.  Agree 

C.  Strongly  atireo 

23.  How  Jo,  you  see  your  future  militwi.  |  .iy  .:.i  op  with  inflation  ui  yempared 

to  the  future  f**.y  of  nt.ngovei  r>n.«  ru  .  ivi  i  i.ir.:  » 

a.  Military  much  l.crver  .title  r>>  i..g.  >.p  wit  mi  lari,  u 

n.  '•iiitaiy  uomewn.tt  i-ettvr  ante  to  >  •  cj  m  with  u.il.ifiv.n 

C.  No  d  i  C  r  e  renoe  i.uu/eeii  mil  it  .iv  am:  itui,i..'.i-i  nnifi'.i  civilians 
R.  Nongovernment  civilians  hi  .  ..I...  t  i  •  t  i  el  ..ole  to  Keep  vif  witr.  inflation 

E.  Nonnovei  mm  nt  civilian;,  .met  Uttci  .d'Se  r.,  i..  ep  up  with  inflation 


24. 


In  comparison  co  two  years  ago,  how  has  your  overall  financial  condition 
changed  (consider  savings,  investments,  debts,  possessions)? 

A.  I  am  in  much  better  condition 

B.  I  am  in  somewhat  better  condition 

C.  I  am  in  about  the  same  condition 
0.  I  am  in  somewhat  worse  condition 
E.  I  am  in  much  worse  condition 

25.  The  future  financial  security  of  myself  and  my  family  is  of  daily  concern 
to  me . 

A.  Strongly  disagree 

B.  Disagree 

C.  Slightly  disagree 

D.  Neither  agree  nor  disagree 

E.  Slightly  agree 

F.  Agree 

C.  Strongly  agree 

26.  Mould  you  recommend  Air  Force  Service  to  a  young  man/woman? 

A.  Am  inclined  to  recommend  AF  Service 

B.  Am  slightly  inclined  to  recommend  A F  Service 

C.  Would  not  recommend  AF  Service 

D.  Don '  t  know 

27.  which  of  the  following  best  describes  the  lsipact  of  inflation  on  you  over  the 
last  two  years? 

A.  Inflation  has  had  relatively  little  effect  on  me 

B.  Have  just  been  able  to  make  ends  meet 

C.  Have  had  to  withdraw  from  my  savings  to  make  ends  meet 

D.  Have  gone  deeper  in  debt  to  make  ends  meet 

E.  Both  C  and  D  above 

F.  None  of  the  above 

28.  Do  you  or  your  dependents,  if  any,  currently  receive  federal,  state,  county 

(public)  assistance? 

A.  No 

B.  Yes,  food  stamps  only 

C.  Yes,  monetary  payment  only 

0.  Yes,  food  stamps  and  monetary  payment 

ECONOMIC  SECURITY:  Guaranteed  employment;  retirement  benefits;  insurance; 
protection  Cor  self  and  family. 

29.  To  what  degree  are  you  satisfied  with  the  ECONOMIC  SECURITY  aspects  of  your 
life? 


A  .  .  .  8  .  , 

.  .  C  . 

e  e  0  e  a 

.  E  .  . 

,  .  F  .  .  .  C 

Highly 

Oissatisf ied 

Neutral 

Highly 
Satiaf led 
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30.  Do  you  hold  a  second  joo? 


A.  NO 

Yes,  I  work  (choose  on*  answer  below) 

8.  1-5  hours  p*r  w*«k 

C.  6-10  hours  per  w*«k 
-  0.  11-20  hours  p«r  week 

C.  21-30  hours  per  week 

P.  Over  30  hours  per  week 

31.  Ooes  your  spouse  work? 

A.  Not  applicable,  I  am  not  married  or  I  am  legally  separated 
I  am  married  and  my  spouse 

B.  Resides  with  me,  and  has  a  paying  job 

C.  Resides  with  me,  and  does  not  work 

0.  Ooes  not  reside  with  me,  and  has  a  paying  job 

C.  Ooes  not  reside  with  me,  and  does  not  work 

32.  The  main  reason  that  I  have  a  second  job,  and/or  that  my  spouse  works  is  that 
we  have  to  in  order  to  oak*  ends  meet. 

A.  Not  applicable 

B.  Strongly  disagree 

C.  Disagree 

D.  Undecided 

E.  Agree 

F.  Strongly  agree 

33.  How  do  you  think  your  military  pay  (including  all  allowances  and  fringe 
benefits)  compares  with  pay  in  civilian  employment  for  similar  work? 

A.  Military  pay  is  far  higher  than  civilian 

B.  Military  pay  is  somewhat  higher  than  civilian 

C.  Both  about  equal 

0.  Military  pay  is  somewhat  less  than  civilian 

E.  Military  pay  is  far  less  than  civilian 

34.  If  I  left  the  Air  Force  tomorrow,  I  think  it  would  be  very  difficult  to  get  a 
job  in  private  industry  with  pay,  benefits,  duties,  and  responsibilities 
comparable  with  those  of  my  present  job. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 

35.  An  Air  Force  base  is  a  desirable  place  to  live. 

A.  Stronqly  disagree 

B.  Disagree 

C.  Undecided 
0.  Agree 

F.  Strongly  agree 
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Please  race  che  degree  of  satisfaction  with  your  free  time  based  on  the  following 
description: 

FREE  TIME:  Amount,  use,  and  scheduling  of  free  time  alone,  or  in  voluntary 
associations  with  others:  variety  of  activities  engaged  in. 

36.  To  what  degree  are  you  satisfied  with  the  FREE  TIME  aspects  of  your  life? 


A  .  .  .  8  .  , 

.  .  C  . 

e  e  D  e  a 

.  E  .  . 

,  .  F  ...  C 

Highly 

Dissatisf led 

Neutral 

Highly 
Satisf led 

Please  rate  the  degree  of  satisfaction  with  your  work  based  on  the  following 
description: 

WORK:  Doing  work  that  is  personally  meaningful  and  important:  pride  in  my  work: 
job  satisfaction:  recognition  for  my  efforts  and  my  accomplishments  on  che  job. 

37.  To  what  degree  are  you  satisfied  with  the  WORK  aspects  of  your  life? 


A  .  .  .  B 

.  .  .  C 

e  P  •  e  •  C 

Highly 

Neutral 

Highly 

Dissatisfied 

Satisf ied 

To  what  extent 

ar*  you 

satisfied  with  the 

relationship  you  have  with  your 

peers? 

A.  Highly  dissatisfied 

B.  Dissacisif led 

C.  Neutral 

D.  Satisfied 

C.  Highly  satisfied 

39.  To  what  extene  are  you  satisfied  with  the  relationship  you  have  with 
subordinates? 

A.  Highly  dissatisfied 

B.  Dissatified 

C.  Neutral 

D.  Satisfied 

E.  Highly  satisfied 

F.  Not  applicable 

40.  On  most  work  days,  how  often  does  time  seem  to  drag  for  you? 

A.  About  half  the  day  or  more 

B.  About  1/3  of  the  day 

C.  About  1/4  of  the  day 

3.  About  1/8  of  the  day 

E.  Time  never  seems  to  drag 

41.  Some  people  are  completely  involved  in  the  job  --  they  are  absorbed  in  it 
nignc  and  day.  For  others,  their  job  is  simply  one  of  several  interests. 

How  involved  do  you  feel  in  your  job? 

A.  Very  little:  my  other  interests  are  more  absoromq 

B.  Slightly  involved 

C.  Moderately  involved;  my  job  and  my  ocher  interests  are  equally  absorbing 
to  me 

0.  Strongly  involved 

C.  Very  strongly  involved;  my  work  is  the  most  absorbing  interest  in  my  life 
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42.  How  often  do  you  do  extra  work  tor  your  job  which  is  not  r tally  required  of 
you? 

A.  Almost  every  day 

B.  Several  times  a  week 

C.  About  once  a  week 

D.  Once  every  few  weeks 

E.  About  once  a  month  or  less 

43.  Would  you  say  you  work  harder,  less  hard,  or  about  the  same  as  other  people 
doing  your  type  of  work  in  your  work  organization? 

A.  Much  harder  than  most  others 

B.  A  little  harder  than  most  others 

C.  About  the  same  as  most  others 

D.  A  little  less  hard  than  most  others 

E.  Much  less  hard  than  most  others 

44.  Which  one  of  the  following  shows  how  much  of  the  time  you  feel  satisfied  with 

your  job?  “ 

A.  All  the  time 

B.  Most  of  the  time 

C.  A  good  deal  of  the  time 

O.  About  half  of  the  time 

E.  Occasionally 

P.  Seldom 

G.  Never 

45.  Choose  one  of  the  following  statements  which  best  tells  how  well  you  like 

your  job. 

A.  I  hate  it 

B.  I  dislike  it 

C.  I  don't  like  it 

D.  I  am  indifferent  to  it 

E.  I  like  it 

P.  I  am  enthusiastic  about  it 
G.  I  love  it 

46.  Which  one  of  the  following  best  tells  how  you  feel  about  changing  your  job? 

A.  I  would  quit  this  job  at  once  if  X  could 

S.  I  would  take  almost  any  other  job  in  which  I  could  earn  as  much  as  X  am 

earning  now 

C.  X  would  like  to  chanqe  both  my  job  and  my  occupation 

O.  X  would  like  to  exchange  my  present  job  for  another  one 

E.  X  am  not  eager  to  change  my  job,  but  I  would  do  so  if  I  could  get  a 

better  job 

P.  I  cannot  think  of  any  jobs  for  which  I  would  exchange 
G.  I  would  not  exchange  my  job  for  any  other 

47.  Which  one  of  the  following  shows  how  you  think  you  compare  with  other  people? 

A.  Mo  one  likes  this  job  better  than  t  like  mine 

B.  I  like  job  much  better  than  most  people  like  theirs 

C.  I  like  my  job  better  than  most  people  like  theirs 

O.  X  like  my  job  about  as  well  as  most  people  like  theirs 

C.  I  dislike  my  job  more  than  mos.  people  dislike  theirs 

P.  X  dislike  my  job  much  more  than  most  people  dislike  theirs 

C.  NO  one  dislikes  this  job  more  chan  I  dislike  mine 
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How  do  you  evaluate  your  present  Air  Force  job? 

A.  Not  at  all  challenging 

B.  Not  very  challenging 

C.  Somewhat  challenging 
0.  Challenging 

£.  Very  challenging 

Do  you  think  your  present  job  is  preparing  you  to  assume  future  positions  of 
greater  responsibility? 

A.  Definitely  not 

B.  Probably  not 

C.  Undecided 

D.  Probably  yes 
e.  Definitely  yes 

What  is  your  estimate  of  the  average  number  of  hours  per  week  you  spend  on 
the  job? 

A.  Less  than  30  hours 

B.  31-35 

C.  36-40 

D.  41-45 

E.  46-50 

F.  51-S5 
C.  56-60 

H.  More  than  60 

The  Air  Force  requires  me  to  participate  in  too  many  activities  that  are  not 
related  to  my  job. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

D.  Agree 

C.  Strongly  agree 

Air  Force  members  should  take  more  interest  in  mission  accomplishment  and 
less  interest  in  their  personal  concerns. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

C.  Strongly  agree 

To  what  extent  do  you  have  trust  in  senior  Air  Force  decision  makers? 

A.  None  at  all 

B.  Very  little  extent 

C .  Some 

D.  Creat  extent 

C.  Undecided 

To  what  extent  do  you  have  conf idence  in  senior  Air  Force  decision  makers? 

A.  None  at  all 

B.  Very  little  extent 

C.  Some 

0.  Great  extent 

E.  Undecided 
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55.  The  AF  is  s  good  organization  to  work  for  today. 

A.  Strongly  disagree 

B.  Disagree 

C.  Slightly  disagree 

D.  Neither  agree  nor  disagree 

E.  Slightly  agree 

P.  Agree 

C.  Strongly  agree 

56.  five  years  ago,  the  AF  was  a  good  organization  in  which  to  work. 

A.  Strongly  disagree 

B.  Disagree 

C.  Slightly  disagree 

D.  Neither  agree  nor  disagree 

E.  Slightly  agree 

F.  Agree 

C.  Strongly  agree 

H.  Not  applicable,  I  have  served  less  than  five  years 

57.  Considering  just  the  trends  you  observe  today  in  the  Air  Force,  five  years 

from  now,  the  AF  will  be  a  good  place  to  work. 

A.  Strongly  disagree 

B.  Disagree 

C.  Slightly  disagree 

D.  Neither  agree  nor  disagree 

£.  Slightly  agree 

F.  Agree 

C.  Strongly  agree 

58.  I  wish  that  Air  Force  members  had  a  genuine  concern  for  national  security. 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

C.  Inclined  to  agree 

F.  Agree 

C.  Strongly  agree 

59.  Select  the  one  factor  which  TODAY  would  influence  you  the  most  to  make  the 
Air  Force  a  career. 

A.  Opportunity  for  training  and  education  in  the  Air  Force 

B.  My  Air  Force  job  (challenging,  provides  sense  of  accomplishment,  etc) 

C.  Pay  and  allowances 

0.  Housing 

E.  Promotion  system  and  opportunity 

F.  Fringe  benefits  (medical  and  dental  care,  BX,  commissary,  etc) 

C.  Leadership  and  supervision  in  the  Air  Force 

II.  Travel  and  new  experiences 

I.  Have  *say*  in  future  assignments 

J.  Security  of  Air  Force  life 

K.  Air  Force  policies  and  procedures 

(..  The  retirement  system 

M .  Opportunity  to  serve  my  country 

II.  Some  other  factor 

0.  I  do  not  intend  to  make  the  Air  Force  a  career 


60.  Select  the  one  factor  which  TODAY  would  influence  you  the  most  HOT  to  make  the 
Air  Force  a  career. 


A.  Family  separation 

B.  Hy  Air  Force  300  (little  challenge,  little  sense  of  accomplishment,  etc) 

C.  Pay  and  allowances 

0.  Housing 

E.  Promotion  selection  system 

F.  Promotion  opportunity 

G.  Fringe  benefits  (medical  and  dental  care,  Bx,  commissary,  etc) 

H.  Leadership  and  supervision  in  the  Air  Force 

I.  Frequent  PCS  moves 

J.  Little  'say*  in  future  assignments 

K.  Insecurity  of  Air  Force  life 

L.  The  people 

M.  Air  Force  policies  and  procedures 

N.  Some  other  factor 

O.  Nothing  unfavorable 

This  section  consists  of  a  list  of  9  Career-related  Outcomes.  Consider  each  out¬ 
come  separately  and  decide  how  desirable  it  would  be  to  attain  that  outcome  as  a 
result  of  your  career.  In  this  section,  please  consider  the  outcomes  independently 
of  any  specific  career . 

Indicate  your  desirability  of  attaining  each  outcome  by  selecting  the  appropriate 
letter  on  the  scale  following  the  outcome.  The  scale  ranges  from  EXTREMELY 
UNDESIRABLE  to  EXTREMELY  DESIRABLE  with  the  midpoint  (F)  indicating  that  you  are 
INDIFFERENT  to  the  outcome.  To  be  specific,  DESIRABLE  is  taken  to  mean  how  much 
you  would  like  to  experience  an  outcome,  and  UNDESIRABLE  means  how  much  you  would 
dislike  experiencing  it. 

61.  Earning  a  high  salary. 


AeeeBeeeCe 

e  e 

0  .  . 

eEee«Feee 

G  .  . 

.  H  .  .  . 

I 

■  eetJeeeK 

EXTREMELY 

UNDESIRABLE 

INDIFFERENT 

EXTREMELY 

DESIRABLE 

62.  Promotions  based  on  your 

job  performance. 

Ae  e  •  B  •  •  eCe 

e  e 

D  .  . 

eEee«Feee 

C  .  . 

.11... 

I 

...  J  ...  K 

EXTREMELY 

UNDESIRABLE 

indifferent 

EXTREMELY 

DESIRABLE 

63.  An  interesting 

and 

challenging  job. 

AeeeBeeeCe 

e  e 

0  .  . 

.E...F... 

Gee 

.!!... 

I  , 

•  eejee  a  K 

EXTREMELY 

UNDESIRABLE 

INDIFFERENT 

EXTREMELY 

DESIRABLE 

64.  A  set  of  rules  and  regulations  governing  personal 
dress  and  appearance  and  associations  with  other 

behav ior 
members  of 

in  such  areas  as 
the  organization 

Ae  eeDe  e  eCe 

•  e 

D  .  . 

.  E  .  .  .  F  .  .  . 

C  .  . 

.  II  .  .  . 

I  , 

.  .  .  J  ...  K 

EXTREMELY 

INDIFFERENT 

EXTREMELY 

UNDESIRABLE  DESIRABLE 


65.  A  20-year  retirement  program  with  a  monthly  pension  of  40%  of  your  total 

salary  (This  would  be  equivalent  to  approximately  S0'«  of  your  base  pay  in  the 
Air  Force.  By  expressing  it  this  way,  comparisons  between  military  and 
civilian  pensions  can  be  made.) 

A...B...C...D...E...F...C...H...I...J...K 

EXTREMELY  INDIEFERENT  EXTREMELY 

UNDESIRABLE  DESIRABLE 

$6.  Effective  use  of  your  abilities  and  training  by  your  organization. 

A...B...C...D...E...F...G...H...I...J...R 


EXTREMELY  INDIFFERENT  EXTREMELY 

UNDESIRABLE  DESIRABLE 

67.  Extended  separation  from  your  immediate  family  (if  married)  or  from  home  and 
friends  (if  unmarried). 

A...B...C...D...E...F...C...H...I...J...K 


EXTREMELY  INDIFFERENT  EXTREMELY 

UNDESIRABLE  DESIRABLE 

68.  A  favorable  attitude  on  the  part  of  your  spouse  (if  married)  or  immediate 
family  (if  unmarried)  regarding  your  career. 

A...B...C...D...E...F...C...H...I...J...K 

EXTREMELY  INDIFFERENT  EXTREMELY 

UNDESIRABLE  DESIRABLE 

69.  The  requirement  to  attain  positions  of  increased  rank  and  responsibility  in 
order  to  remain  a  member  of  your  organization. 

A...B...C...O...E...F...G...H...I...J...K 


EXTREMELY  INDIFFERENT  EXTREMELY 

UNDESIRABLE  DESIRABLE 

The  following  statements  concern  the  degree  to  which  you  perceive  the  9  Career- 
related  Outcomes  are  associated  with  (i.e.,  provided  by)  an  Air  Force  career. 

Following  each  statement,  indicate  one  of  the  11  responses  on  the  scale  ranging 
from  COMPLETELY  DISAGREE  to  COMPLETELY  ACREE  that  best  describes  the  extent  of 
your  agreement  or  disagreement  with  the  statement.  The  midpoint  of  the  scale  (F) 
indicates  that  you  are  UNDECIDED  or  have  NO  OPINION  about  the  correctness  of  the 
statement  and  its  implied  association. 


70.  An  Air  Force  career  will  provide  you  with  a  high  salary. 


AeeeBeee 

C  . 

.  .  0  .  , 

.  I  . 

»  •  J  *  •  «  K 

COMPLETELY 

DISAGREE 

UNDECIDED 

COMPLETELY 

ACREE 

71.  Promotions 

are 

based  on 

]ob  performance  in  the 

Air  Force. 

A  .  .  .  0  .  .  . 

c  . 

e  e  0  e  « 

•  •CeeePaeeCe 

.  .  II  .  .  . 

.  t  . 

•  e  J  •  •  •  K 

COMPLETELY 

DISAGREE 

UNDECIDED 

COMPLETELY 

AGREE 
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72.  A  career  in  the  Air  Force  provides  interesting  and  challenging  jobs. 
A...B...C...D...E...F...C...II...I...J...K 


COMPLETELY  UNDECIDCD  COMPLETELY 

DISAGREE  ACREC 

73.  In  the  Air  Force,  you  will  be  subject  to  a  set  of  rules  and  regulations 
governing  personal  behavior  in  areas  such  as  dress  and  appearance  and 
associations  with  other  members  of  the  organization. 

A...B...C...D...E...F...C...H...I...J...K 

COMPLETELY  UNDECIDED  COMPLETELY 

DISACREE  ACRES 


74.  You  will  be  able  to  retire  from  the  Air  Force  after  20  years  service  with  a' 
monthly  pension  of  401  of  your  total  salary  (equivalent  to  approximately  504 
of  your  base  pay). 

A...B...C...D...E...F...C...H...I...J...K 

COMPLETELY  UNDCCIDED  COMPLETELY 

DISAGREE  ACREE 

75.  Effective  use  will  be  made  of  your  abilities  and  training-  throughout  an  Air 
Force  career. 


A...B...C...D...E...F...C...II...I...J...K 

COMPLETELY  UNDECIDED  COMPLETELY 

DISAGREE  ACREE 

76.  Extended  separation  from  your  immediate  family  (if  married)  or  from  home  and 
friends  (if  unmarried)  is  one  aspect  of  an  Air  Force  career. 

A...D...C...0...E...F...C...II...I...J...K 


COMPLETELY  UNDECIDCD  COMPLETELY 

DISACREE  ACREE 


77.  Your  spouse  (if  married)  or  your  immediate  family  (if  unmarried)  has  a 
favorable  attitude  regarding  you  having  an  Air  Force  career. 


a  ...  a  . 

•  •Coma 

.  .  II  . 

COMPLETELY 

DISACREE 

UNDECIDED 

COMPLETELY 

ACREC 

78.  An  Air  Force  career 
and  responsibil ity 

will  require  you  to  attain 
in  order  to  remain  a  member 

positions  of  increased  rank 
of  your  organization. 

A  •  e  e  0  e 

■  e  C  •  t  « 

.  .  II  . 

•  •TsmmJeemK 

COMPLETELY  UNDECIDED  COMPLETELY 

DISACREE  ACREE 
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The  following  statements  concern  the  degree  to  which  you  perceive  the  9  Career- 
related  Outcomes  are  associated  with  (i.e.,  provided  by)  a  civilian  career. 

Following  each  statement,  please  indicate  one  of  the  11  responses  on  the  scale 
ranging  from  COMPLETELY  DISAGREE  to  COMPLETELY  AGREE  that  best  describes  the 
extent  of  your  agreement  or  disagreement  with  the  statement.  The  midpoint  of  the 
scale  (F)  indicates  that  you  are  UNDECIDEO  or  have  MO  OPINION  about  the  correctness 
of  the  statement  and  its  implied  association. 

79.  A  civilian  career  will  provide  you  with  a  high  salary. 

A  .  ..  a  ...  C  ...  0  ...  E  ...  F  ...  G  ...  II  ...  I  ...  J  ...  K 

COMPLETELY  UNDECIDED  COMPLETELY 

OISACSEE  ACREE 

80.  Promotions  are  baaed  on  job  performance  in  a  civilian  career. 

A...B...C...D...E...F...G...H...I...J...K 


COMPLETELY  UNDECIDED  COMPLETELY 

DISAGREE  ACREE 

81.  A  career  as  a  civilian  provides  interesting  and  challenging  jobs. 

A...B...C...D...E...F...C...H...I...J...K 

COMPLETELY  UNDECIDED  COMPLETELY 

DISAGREE  ACREE 

82.  In  a  civilian  career  you  will  be  subject  to  a  set  of  rules  and  regulations 
governing  personal  behavior  in  areas  such  as  dress  and  appearance  and 
associations  with  other  members  of  the  organisation. 

A...B...C...D...E...F...G...H...I...J...K 


COMPLETELY  UMDECIDED  COMPLETELY 

DISAGREE  AGREE 

83.  In  a  civilian  career  you  will  have  a  retirement  program  that  offers  a  20-year 
retirement  with  a  monthly  pension  of  401  of  your  total  salary. 

A...B...C...D...E...F...C...H...I...J...K 


COMPLETELY  UNDECIDED  COMPLETELY 

D IS ACREE  ACRES 

84.  Effective  use  will  be  made  of  your  abilities  and  training  throughout  a 
civilian  career. 

A...B...C...D...E...F...G...II...I...J...K 


COMPLETELY  UNDECIDED  COMPLETELY 

DISAGREE  ACREE 

85.  Extended  separation  from  your  immediate  family  (if  married)  or  from  home  and 
friends  (if  unmarried)  is  one  aspect  of  a  civilian  career. 

A...B...C...O...E...F...C...H...I...J...K 


COMPLETELY  '  UNDECIDED  COMPLETELY 

OISACREE  ACREE 
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86.  your  spouse  ( if  married)  or  your  immediate  family  (if  unmarried)  has  a 
favorable  attitude  regarding  you  having  a  civilian  career. 

A...B...C...D...E...F...C...II...X...J. 


COMPLETELY  UNDECIDED  COMPLETELY 

D IS ACRES  ACRCE 


87.  A  civilian  career  will  require  you  to  attain  positions  of  increased  rank  and 
responsibility  in  order  to  remain  a  member  of  your  organization. 

A...S...C...O...E...F...C...II...X...J...K 

COMPLETELY  UNDECIDED  COMPLETELY 

DISAGREE  ACREE 

88.  What  are  your  intentions  regarding  staying  in  or  transferring  from  your 
present  organization  for  reasons  other  than  normal  PCS? 

A . B....C....D....E....F . C 


I  definitely  I  most 
want  to  likely 

transfer  will  try 

to  trans¬ 
fer 


I  am 

I  am 

I  am 

leaning 

undecided 

leaning 

toward 

toward 

trans¬ 

staying 

ferring 

I  most  I  definitely  want 

likely  to  stay 

will  try 
to  stay 


Please  rate  your  degree  of  satisfaction  with  leadership/supervision  based  on  the 
following  description: 


LEAOERSHIP/SUPERVrSlON:  My  supervisor  has  my  interests  and  that  of  the  Air  Force 
at  heart;  keeps  me  Informed;  approachable  and  helpful  rather  than  critical;  good 
knowledge  of  the  job. 


89.  To  what  degree  are  you  satisfied  with  the  LEACERSHIP/SUPERVISION  aspects  of 
your  life? 


A...B...C...D...E...F...C 


HIGHLY  NEUTRAL 

DISSATISIFIED 


HIGHLY 

SATISFIED 


90.  To  what  degree  are  you  satisfied  with  the  relationship  you  have  with  your 
superiors? 


A.  Highly  dissatified 

B.  Dissatisfied 

C.  Neutral 

D.  Satisfied 

E.  Highly  satisfied 


91.  What  is  your  opinion  of  the  leadership  ability  of  your  immediate  supervisor? 


A.  Excellent 

B.  Above  average 

C.  Average 

0.  Below  average 
E.  Pooc 


92.  What  is  your  opinion  o f  the  quality  of  leadership  in  the  Air  Force? 

A.  Excellent 

B.  Above  averaqe 

C.  Averaqe 

0.  Below  averaqe 

C.  Poor 

93.  What  is  your  opinion  o£  discipline  in  today's  Air  Force? 

A.  Too  strict 

B.  Somewhat  strict 

C.  About  riqht 

D.  Somewhat  lenient 
C.  Too  lenient 

94.  More  supervision  of  member  performance  and  behavior  is  needed  at  lower 
levels  within  the  Air  Force. 


A  .  .  . 

>•«•&••• 

.  .  .  .  C  .  .  . 

e  •  e  0  •  e 

•  e  •  e  E 

STRONGLY 

DISAGREE 

DISAGREE 

UNDECIDED 

ACRES 

STRONCLY 

AGREE 

95.  How  often  do  you  and  your  supervisor  qet  together  to  set  your  personal 
performance  objectives? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 

E.  Very  frequently 

96.  How  often  are  you  qiven  feedback  from  your  supervisor  about  your  job 
performance? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 

E.  Very  frequently 

97.  How  often  does  your  immediate  supervisor  qive  you  recognition  for  a  job  well 
done? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 
C.  Always 

98.  How  often  are  you  qiven  the  freedom  you  need  to  do  your  job  well? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Often 
S.  Always 
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Pleas*  rate  your  decree  of  satisfaction  with  equity  based  on  the  following 
description: 

EQUITY:  Equal  opportunity  in  the  Air  Force:  a  fair  chance  at  promotion;  an  even 
break  in  my  job/ass ignment  selections. 


To  what  degree  are 

you 

satisfied  with  the 

EQUITY 

aspects  of  your  life? 

A  e  *  a  B  e  # 

.  c 

eeeOeeeCei 

.  .  F  . 

.  .  C 

HIGHLY 

DISSATISFIED 

NEUTRAL 

HIGHLY 

SATISFIED  - 

100.  An  individual  can  get  more  of  an  even  break  in  civilian  life  than  in  the  Air 
Force. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided- 

D.  Agree 

E.  Strongly  agree 

101.  The  Air  Force  promotion  system  is  effective  (i.e.^  the  best  qualified  people 
are  generally  selected  for  promotion). 

A.  Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

F.  Agree 

C.  Strongly  agree 

102.  On  the  same  jobs  as  men,  do  Air  Force  women  tend  to  do  more,  less,  or  about 
the  same  amount  of  work? 

A.  Much  more 

B.  More 

C.  About  the  same 

D.  Less 

E.  Much  less 

103.  How  does  your  supervisor  deal  with  your  women  co-workers? 

A.  Not  applicable,  there  are  no  women  in  my  unit 
My  supervisor  is  a  woman  and  she: 

B.  Expects  more  from  the  women  workers  than  the  men 

C.  Treats  men  and  women  workers  the  same 

D.  Expects  more  from  the  men  workers  than  the  women 

My  supervisor  is  a  man  and  he: 

C.  Expects  more  from  the  women  workers  than  the  men 

F.  Treats  men  and  women  workers  the  same 

C.  Expects  more  from  the  men  workers  than  the  women 
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Picas*  rat*  your  degree  of  satisfaction  with  personal  growth  based  on  th*  following 
descriptions 

PERSONAL  GROWTH i  To  o*  able  to  develop  individual  capacities;  «ducation/training; 
nalcTng  ruTT  use  of  my  abilities;  the  chance  to  further  my  potential. 

104.  To  wnat  degree  are  you  satisfied  with  the  PERSONAL  GROWTH  aspects  of  your 
life? 


A  .  .  .  B  .  , 

.  .  C  . 

•  •Dae 

.  E  .  , 

,  .  F  . 

.  .  G 

HICHLY 

DISSATISFIED 

NEUTRAL 

HIGHLY 

SATISFIED 

Pleas*  rat*  your  degr**  of  satisfaction  with  personal  standing  based  on  the 
following  description: 

PERSONAL  STAMPING:  To  be  treated  with  respect;  prestige;  dignity;  reputation; 
status. 

105.  To  what  degree  are  you  satisfied  with  th*  PERSONAL  STANDING  aspects  of  your 
life? 


A  «  *  •  B  e 

.  E  .  . 

,  .  r  . 

•  *  c 

HIGHLY 

DISSATISFIED 

NEUTRAL 

HIGHLY 

SATISFIED 

106.  The  prestige  of  the  military  today  is  good. 

A.  Strongly  disagree 
8.  Disagree 
C.  Undecided 
0.  Agree 
E.  Strongly  agree 

107.  The  prestige  of  the  military  has  declined  over  th*  past  several  years. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 
0.  Agree 

E.  Strongly  agree 

108.  Senior  tlCCs  (E7-E9)  are  usually  given  jobs  with  less  responsibility  than 
they  should  have. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 
0.  Agree 

E.  Strongly  agree 

Please  rate  your  degree  of  satisfaction  with  health  based  on  the  following 
description: 

HEALTH:  Physical  and  mental  well-being  of  self  and  dependents;  having  illnesses 
and  ailments  detected,  diagnosed,  treated  and  cured;  quality  and  quantity  of 
healtn  care  services  provided. 

109.  To  what  degree  are  you  satisfied  with  the  HEALTH  aspects  ot  your  life? 


A  .  .  .  0  .  , 

,  .  C  . 

•  •Dee 

.  C  .  , 

.  .  F  . 

.  .  C 

HICHLY 

DISSATISFIED 

NEUTRAL 

HICHLY 

SATISFIED 
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1X0.  Cenerally,  how  satisfied  at*  you  with  tha  medical  care  you  received  at 
military  medical  facilities  during  the  past  12  months? 

A.  Highly  dissatisfied 

B.  Dissatisfied 

C.  Neither  satisfied  nor  dissatisi." 

D.  Satisfied 

C.  Highly  satisfied 

F.  Not  applicable,  did  not  visit  military  medical  facility  in  past  12 
months 

111.  Cenerally,  how  satisfied  are  you  with  the  medical  care  your  children 
received  in  military  sMdical  facilities  during  the  past  12  months? 

A.  Highly  dissatisfied 

B.  Dissatisfied 

C.  Neither  satisfied  nor  dissatisfied 

D.  Satisfied 

C.  Highly  satisfied 
F.  Not  applicable 

112.  Cenerally,  the  amount  of  time  I  have  had  to  wait  for  treatment  at  military 
medical  facilities  during  the  past  12  months  has  been  reasonable. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided  ’ 

D.  Agree 

E.  Strongly  agree 

F.  Not  applicable 

113.  Cenerally,  medical  personnel  at  military  medical  facilities  are  pleasant  and 
concerned  about  patients. 

A.  Strongly  disagree 

B.  Disagree 

C.  Undecided 

0.  Agree 

E.  Strongly  agree 

114.  Approximately  hbw  many  times  did  you  and/or  your  children  visit  a  military 
medical  facility  during  the  past  12  months? 

A.  None 

B.  1-4  times 

C.  5-8  times 

D.  9-12  times 

E.  More  than  12  times 

115.  Short  tours  and  long  tours  count  equally  for  overseas  tour  credit.  Although 
certain  overseas  areas  are  more  popular  than  others,  given  the  same  tour 
length,  do  you  feel  more  overseas  credit  should  be  given  to  service  in 
herd-co-man  areas  than  service  in  more  popular  areas? 

A.  Yes,  1  1/2  for  1 

B.  Yes,  2  for  1 

C.  Yes,  3  for  1 

D.  No 

C.  Undecided 

116.  Would  you  be  more  likely  Co  volunteer  for  hurd-co-man  overseas  duty  if  you 
could  get  extra  credit  for  such  duty? 

A.  Yes 

B.  No 

C.  Undecided 
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117.  Oversets  volunteers  may  now  specify  only  a  country  of  choice.  Would  you  be 
nore  likely  to  volunteer  for  oversees  duty  if  you  were  assured  of  receiving 
the  specific  base  of  your  choice/ 


A.  Yes 

0.  No 

C.  Undecided 

118.  If  you  were  authorized  to  apply  for  an  overseas  Base  of  Preference  (BOP), 
would  you  apply? 


A.  Yes 
a.  wo 

C.  Undecided 

119.  Would  you  accept  a  hard-to-man  short  tour  if  upon  completion  of  the  short 
tour  you  were  guaranteed  a  Consecutive  Overseas  Tour  (COT)  in  a  long  tour 
area  of  your  choice? 

A.  Yes 

B.  NO 

C .  Undec ided 

120.  If  you  were  informed  of  all  the  overseas  assignment  options  open  to  your 
AFSC  and  grade,  would  you  more  likely  volunteer  for  overseas  duty? 

A.  Yes,  definitely,  I  would  more  likely  volunteer 

B.  Yes,  probably,  Z  would  more  likely  volunteer 

C.  Yes,  to  a  slight  extent  I  would  more  likely  volunteer 

D.  No,  I  would  not  volunteer 

E.  Undecided 

121.  Listed  below  are  a  number  of  alternatives  for  priority  matching  oversea 
returnees  to  available  assignments.  Which  alternative  do  you  prefer? 


Alternative  A 
1st  Cons iderit ion: 
2nd  Consideration: 
3rd  Consideration: 


Short  Tour  Returnees 

Long  Tour  Returnees  (Unaccompanied) 

Long  Tour  Returnees  (Accompanied) 


Alternative  8 

Isc  Consideration:  Short  Tour  Returnees  and  Long  Tour  Returnees 
(Unaccompanied)  considered  equally 
2nd  Consideration:  Long  Tour  Returnees  (Accompanied) 


Alternative  C 

1st  Consideration:  Short  Tour  Returnees 

2nd  Consideration:  Long  Tour  Returnees  (Unaccompanied  and  Accompanied) 
considered  equally 


Alternative  D 
1st  Cons' (deration : 
2nd  Consideration: 
3rd  Consideration: 


Long  Tour  Returnees  (Unaccompanied) 

Remote  Tour  Returnees 

Long  Tour  Returnees  (Accompanied) 


Alternative  E 

All  oversea  returnees  receive  equal  consideration 


family  PATTERNS:  Ouestions  122  tu  134  are  to  be  completed  only  by  those  who  have 
a  spouse.  Questions  13S  to  144  aie  to  be  completed  only  by  those  who  have 
children. 


122.  My  spouse  is: 


A. 

3. 

C. 


Military  (USAF) 
Military  (Other) 
Civilian 
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123.  My  spouse  has  a  career  or  is  pursuing  a  career  in  the  sense  that  he/she  has 
prepared  hiaself/herself  with  special  skills,  has  a  commitment  to  that  line 
o f  work  and  has  some  future  plans  for  development  of  that  career. 

A.  Strongly  disagree 
D.  Disagree 

C.  Undecided 

D.  Agree 

E.  Strongly  agree 

124.  What  is  your  feeling  toward  your  spouse  having  a  job/career? 

A.  Prefer  my  spouse  to  work  outside  the  home 

8.  All  right  as  long  as  my  spouse  prefers  to  work  and  there  are  no 

seriously  negative  effects 

C.  No  opinion 

D.  Would  prefer  he/she  not  work  outside  the  home 

E.  Prefer  mv  spouse  not  pursue  a  career 

125.  Would  you  say  that  your  spouse's  career  is  compatible  with  your  military 
career? 

A.  Very  compatible 

B.  Somewhat  compatible 

C.  Slightly  compatible 
0.  Hot  compatible 

126.  Have  you  ever  mentioned  your  spouse's  career  to  your  resource  manager  either 
in  discussion  or  on  your  assignment  preference  form? 

A.  Yes 

D.  NO 

127.  Resource  managers  should  consider  civilian  spouse's  career  when  assigning 
the  military  member. 

A.  Strongly  disagree 
Q.  Disagree 

C.  Undecided 
0.  Agree 

E.  Strongly  agree 

123.  How  many  times  have  you  been  separated  for  more  than  a  month  from  your 
family  as  a  result  of  your  military  duty? 

A.  0 

D.  1-2 

C.  1-4 
0.  5-6 

E.  In  excess  of  6  times 

129.  What  is  the  primary  reason  your  spouse  works  outside  the  home? 

A.  Head  of  household 

B.  Required  income 

C.  Mice  to  have  extra  income 

O.  Independence 

E.  Self-esteem 

P.  Enjoyment  in  work  itself 
C.  Personal  desire  to  work 

H.  Not  applicaole,  spouse  does  not  work  outside  the  home 
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130.  it  you  are  a  two-career  family,  how  many  years  have  you  maintained  the  two 
career  family  lifestyle? 

A.  1  but  less  than  2  years 

B.  2  but  less  than  3  years 

C.  3  but  less  than  4  years 

0.  4  but  less  than  5  years 

C.  More  than  5  years 

131.  How  many  hours  per  week  does  your  spouse  spend  on  the  job? 

A.  Less  than  40  hours 

B.  40  but  less  than  50  hours 

C.  SO  but  less  than  60  hours 
0.  Over  60  hours 

132.  Independent  of  your  spouse's  feelinqs  about  an  Air  Force  career,  which  wou 
you  prefer? 

A.  To  stay  in  the  Air  Force  until  retirement 

B.  To  leave  the  Air  Force  before  retirement 

C.  Undecided 

133.  Have  you  and  your  spouse  agreed  upon  his/her  career  plans? 

A.  Yes 


134.  Have  you  and  your  spouse  agreed  upon  your  career  plans? 

A.  Yes 

B.  No 

Questions  135  to  144  are  to  be  completed  only  by  those  having  children. 

135.  Are  you  a  single  member  parent? 

A.  Yes 

B.  No 

136.  How  many  children  do  you  have  living  at  home? 

A.  1 

D.  2 

C.  3 

D.  4 

E.  More  than  4 

137.  What  is  the  age  of  your  youngest  child? 

A.  Preschool  0-5  years 
0.  Young  school  age  6-12  years 
C.  Teenaqer  13-18 
0.  Over  18 

138.  Would  you  use  a  professionally  run  childcare  facility  wmch  was  available 
for  use  24  hours  a  day  whenever  you  needed  it? 


139.  to  what  degree  would  you  say  you  need  such  a  facility? 


A.  To  a  great  extent 

B.  To  some  extent 

C.  Maybe 

0.  To  a  little  extent 
£.  Not  at  all 

t,isted  below  are  a  nuaber  of  factors  which  may  represent  your  objections  to 
overseas  duty.  Use  Items  140-144  to  rank,  your  objections.  First,  select  the 
reason  which  represents  your  most  important  objection  and  mark  the  appropriate 
letter  on  your  answer  sheet  for  Item  140.  Then  select  the  second  most  important 
-season  and  continue  ranking  until  the  least  important  reason  is  marked  for  Item 
144. 

A.  Financial  costs  (costs  of  relocation,  living  overseas  or  loss  of 
additional  income  from  second  job/spouse's  employment). 

B.  Family  considerations  (school,  medical  care,  separation  from  parents, 
etc). 

C.  Quality  of  life  overseas  (housing,  support  facilities,  cultural 
differences) . 

O.  Inability  to  have  my  spouse/family  accompany  me. 

E.  I’m  satisfied  where  1  am  and  don't  want  to  move. 

P.  A  reason  other  than  those  listed  above. 

140.  _ First  ranked  reason  (most  important) 

141.  _ Second  ranked  reason 

142.  Third  ranked  reason 

143.  Fourth  ranked  reason 

144.  _ Fifth  ranked  reason  (least  important) 


I 
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APPENDIX  B 

LIST  OF  WEIGHTS  UTILIZED  IN  ANALYSIS 
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r 

i 


1977 


List  of  Weights 

Used  in  Analysis 

Enlisted 

Personnel 

Grade 

Total 

Strength 

Sample 

Strength 

Weighting 
r  £.c  tor 

CMSGT 

4727 

•  790 

5.93 

SI1SCT 

9502 

764 

12.44 

HSCT 

33569 

801 

41.91 

TSGT 

55103 

667 

82.62 

ssgt 

96557 

675 

143.05 

SGT  &  SKA 

117201 

626 

137.22 

A1C 

94690 

732 

121.09 

amh 

36932 

202 

182.32 

AB 

29598 

521 

56.  ei 

MOTE:  Warrant  Officers  were  not  used  in  weighting  criteria. 
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1977 


List  of  Weights  Used  ir  Analysis 
Hale  Officer  Personnel 


Ora do  -  Race 

Total 

Strength 

Sample 

Strength 

Weighting 

Factor 

Col  -  B 

76 

16 

4.75 

Col  -  W 

6264 

771 

6.86 

Col  -  0 

33 

17 

2.06 

Lt  Col  - 

B 

179 

29 

6.17 

Lt  Col  - 

w 

12310 

818 

15.16 

Lt  Col  - 

0 

107 

27 

3.96 

Maj  -  B 

397 

64 

6.13 

Maj  -  W 

17820 

620 

28.37 

Maj  -  0 

197 

25 

7.88 

Capt  -  3 

897 

94 

9.43 

Capt  -  W 

36692 

629 

58.33 

Capt  -  0 

319 

40 

1.97 

lLt  -  B 

557 

56 

9.95 

lLt  -  V 

10277 

451 

22.79 

lLt  -  0 

113 

32 

3.53 

2Lt  -  B 

408 

62 

7.87 

2Lt  -  v; 

6695 

306 

7.34 

2Lt  -  0 

103 

38 

2.71 

r;oTE :  n 
w 
0 

■  Black 
*  White 
a  Other 

Ethnic  Background 
Ethnic  Background 
Ethnic  Backgrounds 
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1977 


List  of  V/eirrhts  Used 

in  Analysis 

Female  Officer  Pe 

rsonnal 

Total 

Sample 

V/eightinj; 

Grade  -  Race 

Strength 

Strength 

Factor 

Col  -  B 

2 

2 

Col  -  W 

50 

15 

■j  in 

w 

Col  -  0 

0 

2 

— 

Lt  Col  - 

E 

16 

8 

2.00 

Lt  Col  - 

W 

282 

25 

11.88 

Lt  Col  - 

0 

2 

5 

— 

Maj  -  B 

40 

10 

4.00 

Maj  -  W 

570 

43 

13.25 

I-iaj  -  O 

20 

14 

2.14 

Capt  -  B 

86 

10 

8.60 

Capt  -  W 

1735 

90 

19.83 

Capt  -  0 

28 

JL1 

2.54 

lLt  -  n 

133 

22 

6.04 

lLt  -  V/ 

1315 

105 

12.52 

lLt  -  0 

13 

15 

— 

2Lt  -  n 

96 

22 

4.30 

2Lt  -  Vi 

733 

57 

2.36 

2Lt  -  0 

14 

15 

— 

J.'OTE :  ii 

i* 

Black 

Ethnic  itacltr, round 

i .» 

a 

VTUs-f 

K thn  ic  i: ar : ; jj r o uttd 

0 

a 

Gtlic  r 

Ethnic  .‘i.aci:/;round» 
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APPENDIX  C 

LIST  OF  INTERACTIVE  TERMS  USED  IN  THIS  STUDY 


List  of  Interactive  Terms  Used  In  this  Study 


Interactive  Term 


Components 


QS  Job  Satisfaction  &  Job  Autonomy 

QH  Job  Autonomy  &  Health  Care 

Satisfaction 


QI 


Health  Care  Satisfaction  & 
Institutionalism 


QJ 


Institutionalism  &  Economic 
Standard  Satisfaction 


OK 


Economic  Standard  Satisfaction 
A  Free  Time  Satisfaction 


QL 


Job  Satisfaction  &  Health  Care 
Satisfaction 


QM  Job  Autonomy  4  Institutionalism 

QN  Health  Care  Satisfaction  4 

Economic  Standard  Satisfaction 


QO 


Institutionalism  4  Free  Time 
Satisfaction 


QP  Job  Satisfaction  4  Institutionalism 

QQ  Job  Autonomy  4  Economic  Standard 

Satisfaction 


QR  Health  Care  Satisfaction  4 

Free  Time  Satisfaction 

QS  Job  Satisfaction  4  Economic 

Standard  Satisfaction 


QT 


Job  Autonomy  4  Free  Time 
Satisfaction 


QU 


Job  Satisfaction  4  Free  Time 
Satisfaction 
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